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Strategic Human Capital Management
Implementation Plan

On September 9, 2002, the Department submitted its fIrst Strategic Human Capital
Management Plan to the Office of Management and Budget and Office of Personnel
Management. As Secretary Gale Norton indicated in the Foreword, "This Strategic Human
Capital Management Plan is our roadmap to develop and use the skills and abilities of our
workforce in more effective and productive ways. It is a roadmap to ensuring we have the
right people, in the right places, at the right time."

To bring the Strategic Human Capital Management Plan to fruition, action plans must be
implemented to accomplish the many goals outlined in the plan. This Implementation Plan
will discuss the ways in which we will link our actions to our mission, ensuring the
Department's strategic goals, as specified in our new Government Perfonnance and Results
Act (GPRA) perfonnance plan, can be accomplished as expected by Congress and the
American people. We will also discuss the budget implications of these actions and identify
the ways in which we will monitor and evaluate the effectiveness of the actions we take.

This Implementation Plan identifies the actions necessary to implement the Department's
Strategic Human Capital Management Plan (Human Capital Plan). The following is a brief
overview of the major themes presented in the Human Capital Plan.

Providing service and value to our citizens, the employees of this Department have served the
Nation well for over 150 years. The Department's Human Capital Plan is a five-year plan that
seeks to sustain and strengthen these efforts. It sets forth how we are working to provide the
people who carry out our mission with the right skills, in the right places, at the right time.

The Department of the Interior manages over 500 million acres of federal lands and provides
water for much of the West. As manager of the federal domain of the outer continental shelf,
the Department provides access to energy and minerals within federal lands and waters. It
works with Native American tribes, Alaskan natives, and affiliated island communities to
fulfill special trust and service responsibilities. It is the nation's premier natural sciences
research, mapping, and monitoring agency.
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Currently, approximately 70,000 employees provide these recreation, resource protection,
resource management, and trust services. Through the implementation of our Human Capital
Plan, we will sustain and strengthen these efforts. These efforts will build upon the
Department's Government Performance and Results Act (GPRA) performance plan, which
identifies end outcomes and intermediate outcomes consistent with achieving our overall
mission.

Strategic Goals

Our draft GPRA Performance Plan, developed as a single plan from which bureaus "step
down" to develop bureau plans, creates a common framework for expressing goals and
presents a unified departmental mission.

The Department's major mission components center around its core responsibilities as the
Nation's primary land management agency. The eight bureaus of the Department (National
Park Service; U.S. Fish and Wildlife Service; Bureau of Land Management; Bureau of Indian
Affairs; Bureau of Reclamation; Office of Surface Mining, Reclamation and Enforcement;
Minerals Management Service; and U.S. Geological Survey), many with complex and varied
program components, are united for the fIrst time around four core mission areas in the draft
GPRA performance plan. These four areas encapsulate the challenge of our stewardship
mission. They balance growing demands for use of the nation's resources with the need to
protect them

A Unifying Strategic Plan

The Department's draft GPRA performance plan establishes long-term (five-year) program
and service goals and defines how we measure progress toward those goals. The plan
identifies specific end-outcomes and intermediate outcome goals --the measurable standards
by which we assess the success of the Department and the performance of our employees.

3



In the chart above, the "management" pillar encompasses all segments of the President's
Management Agenda, including the strategic management of human capital. The goals, end-
outcomes, and intermediate outcomes include strategic human capital issues that are clearly
aligned with the accomplishment of our mission component goals.

The Human Capital Plan explores the demogr~phic features of our workforce, its geographic
dispersion, and the wide diversity of skills needed to fulfill our mission. Our Human Capital
Plan also describes three key external and internal "drivers" that are shaping the extent,
complexity, and volume of our work. These include: growing urbanization; increased demand
by citizens for good public-sector IT and business practices; and an aging infrastructure. In
addition, three unique programmatic challenges confront the Department. These
programmatic challenges include: Indian Trust Management; Wildland Fire Management; and
Law Enforcement and Homeland Security. These forces are increasing our bureaus'
workload and responsibilities. The following sections describe each of these forces, along
with their impacts and the human resources responses the Department will take to overcome
these challenges in fulfilling our mission.

Trends and Challenges Affecting Mission Delivery

Several challenges result from external and internal forces that will shape our workforce over
the next five years and influence how we fulfill our mission and achieve our performance
goals. These challenges can be consolidated into 4 main categories -Increased Urbanization,
Aging Infrastructure, IT and Business Acumen and Programmatic Changes. Each of these
challenges produces human resource needs that require specific responses. There are some
responses that are common to all areas and will be discussed in more detail below.

Demographic Changes: Population Has
Grown Fastest in the "Public Land States"
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Increased Urbanization
Urban areas are spreading towards lands protected and managed by the Department -national
parks, wildlife refuges, Indian reservations, and wilderness areas. Greater numbers of people
living in proximity to federally managed lands result in: land fragmentation; increased
recreation on federal lands; increased resource demands; the need for improved access to
federal lands and facilities; increased interaction between citizens and land managers; cross
jurisdictional problems; and growing facility usage.

Citizens living near Federal lands have a very personal interest in the Department's
management actions and decision-making process. Increasing urbanization will impact nearly
every program of the Department and require a change in the way our services are delivered,
the skills our employees require, and the diversity of our workforce.

One of the most pressing and overriding human capital problems faced by the Department is
the ability of its workforce to cope with the sustained increased demand for its services, even
while its employment levels trail far behind. These demands require employees with
mediation and negotiation skills and the ability to develop and manage partnerships with other
agencies, the public (including volunteers), and with the private sector through concessions,
outsourcing, and joint projects.
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Despite these demands, the employees of the Department of the Interior continue to be
innovative, dedicated, and resourceful. DOl employees are close to their customers, serving
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them directly. Approximately three out of four of the Department's employees interact
directly with customers and citizens. In addition. surveys show the Department delivers
quality services to those who visit DOl-managed lands and facilities, achieving high
customer-service ratings.

Many issues present complex and multidimensional challenges, reaching across bureau
program boundaries, requiring common understanding, approaches, and solutions. An
endangered species does not know the difference between public land, refuge land, trust land
or parkland. An ecosystem under stress is likely to be stressed on all adjacent public and
sometimes private lands. Wildfire knows no jurisdictional boundaries, given high fuel loads
and drought conditions.

The Secretary's 4C's agenda-consultation, communication, and cooperation, all in the
service of conservation-is the central tenet for transfonning our relationships internally within
the Department and externally with the public that we serve. The 4C's approach recognizes
that no individual bureau by itself, the Department as a whole, nor even the entire Federal
government can solve the landscape-wide issues the nation faces. The solution lies in
effective partnerships between the Federal, state, and local government, citizens, and
organizations.

The public expects easy access to services that are responsive to its needs rather than to
internal organizational alignments. Citizens would prefer to plan their recreation around what
activities are available to them rather than what agency manages the land or resource.

A 4C's approach also recognizes the value of volunteers. The effort of more than 200,000
DOl volunteers who donate in excess of seven million hours of service every year can be
valued at about $98 million annually. But the daily impact these volunteers make goes well
beyond any dollar estimate in terms of their contribution to the people we serve. Volunteers
are often the first people to greet visitors to parks, refuges, and campgrounds. They are a
great source of new ideas and infuse the Department's programs with energy, vitality, and
creativity.

In order to meet the current and future challenges we will face as a result of increased
urbanization, Department employees will need to acquire and/or hone their 4C's mediation
skills, increase partnership capacity, continue to concentrate on DOl service integration, and
develop or accelerate contracting skills.
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The specific responses that will help us meet these HR needs are as follows:

Actions for Building 4C's Skills
The Department will review and revamp its management and employee training to ensure that
such training builds the skills to foster improved communication. cooperation. and
consultation within the Department and with the citizens we serve. Specific approaches that
emphasize the 4C's include:

Alternative Dispute Resolution (ADR) Training -The Department's recently established
Office of Collaborative Action and Dispute Resolution will be developing Alternative
Dispute Resolution awareness training to encourage the use of ADR to prevent or resolve
conflicts at the earliest opportunity and at the lowest organizational level in all areas of
the Department.

Secretarys Four Cs Award -To recognize significant contributions to the Service of
Conservation through Consultation, Cooperation, and Communication, the Department
will institute a new award. The Secretary's Four CIs Award will be given annually to
individual employees, or group/teaIns of employees, who have made exceptional
contributions in this area. The award will recognize outstanding achievement and
publicize how the innovative use of consultation, cooperation, and communication
advances mission success.

SES 

Performance measures tied to 4C's performance.

Strengthening Our Science Practices
The Department has underway a number of efforts to ensure the integrity of scientific
information upon which it relies and to maintain public trust and confidence in the role of
science in advising Interior policies. Recently, we developed information quality guidelines
to ensure the objectivity, utility and integrity of all information made available to the public.
As part of this effort, we are also reviewing and strengthening our common standards for peer
review of research. Finally, the Department is drafting a "Code of Science Ethics" that will
help guide the conduct of employees, contractors and consultants engaged in science-based
projects. The "Code of Science Ethics" will ensure we can consult, communicate, and
cooperate (4C' s) with our partners to achieve the scientific results needed for our missions
and expected by the American people. Weare also working actively with other organizations
for an ongoing, independent review of our science-based activities.

Expansion of Volunteer Capacity
The Department recognizes the need to expand its capacity to use volunteers in support of our
missions. The Fish and Wildlife Service and National Park Service recently created new
positions to coordinate and oversee volunteer services within their bureaus. The Department
also created a common, cross-Department volunteer structure to enhance its ability to recruit
and manage volunteers. The Department is also seeking volunteer authority for bureaus that
currently do not have such authority.

"Best-Practice" Training
Capitalizing on the success the Golden Gate National Recreation Area has had in partnering
with public sources (including private philanthropy, aggressive cost recovery, fee for service
approaches, and expansive business and program partnerships), we have scheduled training
sessions to share these best practices and help managers understand the power and
effectiveness of these approaches. This training will start at the SES level and cascade down
through the management chain.
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Aging Infrastructure
Maintenance and repairs to our facilities have not kept pace with growing facility needs.
Costs to complete deferred maintenance on DOl's large and aging inventory of schools, office
buildings, bridges, dams, irrigation systems, roads, and historic buildings and structures are
currently estimated to range from $7.2 billion to $11.3 billion. Our ability to effectively
fulfill maintenance responsibilities, and provide easy access to employees and the public, has
been inhibited by the lack of adequate maintenance management systems, practices, and
processes. As facility use grows, and maintenance is deferred, our facilities deteriorate at an
increasing pace, often becoming unsafe. This increases maintenance costs at a time when
outdated systems are consuming more energy than modem (or modernized) structures.

In order to meet the current and future challenges we will face in this area, we must
concentrate on developing/evaluating facilities management skills and competencies, and
training our facilities managers in the use of systems that will enhance their ability to perform
effectively and efficiently.

The specific responses that will help us meet our HR needs in this area are as follows:

Facilities Management Competency Identification and Skills Management -We must
have access to the facilities management skills we need, skills with both old and new
technology, equipment, and management practices. Employment data indicate that our
facility management workforce is aging and rapidly approaching retirement age, making
it critical to determine how best to maintain the skills we need. To meet this human
resource challenge, we are working cooperatively within the Department to establish core
competencies and professional certification incentives, and enhanced performance
measures for our facilities management staff.

Facilities Management Process Improvement -We must improve the tools and training
we have to help us deal with aging infrastructure, particularly in areas such as facility
condition assessment. We also created a Department-wide Capital Planning and
Investment Control (CPIC) process to improve the way in which facility investments are
reviewed and approved.

Business and IT Acumen
Our tasks require greater financial management and analytical skills, contracting and
procurement skills, asset management skills, and strategic business skills. The public also
expects prudent management of financial resources. Greater creativity and business acumen
will be needed to deliver services in more efficient and effective ways, often in greater
cooperation with our partners. In a context of constrained fInancial resources, park
superintendents, refuge managers, agency superintendents, and public lands managers are
recognizing the need for more effective utilization of available funds.

While bureau identification and loyalty provide benefits, these attributes can deter
cooperation, resulting in foregone efficiencies and duplication of effort. The historical
evolution of the Department as a composite of stove-piped organizations has complicated
efforts to address significant mission and management challenges. There is a penchant
toward hoarding knowledge instead of sharing and communicating key information. Bureaus
tend to "keep problems to themselves," trying to solve them within each individual bureau,
even when sharing remedies and best practices would offer potentially faster, less costly
results. Moreover, this proclivity has hindered efforts to make our information technology
secure.
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Information technology practices demonstrate these tendencies. Currently, the Department has
four different e-mail systems, several different operating systems, and networks scattered
across the country. The Department has no common word processing system or standard
system architecture. Our decentralized structure and culture result in longer time lines and
higher costs to provide IT services. Inconsistency has also resulted in lack of data, including
cost information, upon which to make informed management decisions.

While the Department has obtained clean audit opinions on its overall operations for the last
five years, it has done so only through heroic efforts on the part of financial management
staffs throughout the Department. Only in the last two years have such audits been completed
on time. As reporting periods shorten in future years, demands on financial staff will
increase. A skilled and knowledgeable fInancial management workforce is essential to
improved fInancial performance.

There are good examples of Bureaus making great strides to become more efficient on some
of these administrative issues. However, in order to meet the current and future challenges
we will face in the IT and Business Acumen area, we have some significant work to
accomplish. The HR needs we have include building IT human resources, enhancing our
business skills and enhancing our financial management capability.

The specific responses that will help us meet our HR needs in this area are as follows:

Improved Financial Performance --Working through an inter-bureau council, we have
established a fInancial management intern program to meet bureau staffing needs, held
cross training to address needs for more responsive financial audits, and addressed
staffmg retention problems by building common positions and grade levels.

Budget and Performance Integration --Under the leadership of the Bureau of Land
Management and Office of Surface Mining, we have adapted a powerful tool, Activity-
Based Cost Management (ABCM), that provides program managers with the information
needed to allocate resources and to monitor and evaluate performance effectively. The
Minerals Management Service, the Office of Hearings and Appeals, and parts of the
National Business Center implemented ABCM in October 2002, and the remaining
bureaus and offices are scheduled to fully implement it in the following fiscal year. We
are also conducting training for employees and managers on ABCM and will begin pilot
projects on cross-programs (Invasive Species, Deferred Maintenance, Law Enforcement
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and Security, Litigation, and Recreation) this fiscal year. This will require us to upgrade
the fInancial management and analytical skills of our current workforce to ensure the
ABCM data can be used to achieve better program performance.

E-Govemment --Working through the Management Initiatives Team, we have identified
the investments and strategies required to address the IT security problem and our other
IT needs more directly. To accomplish these goals, we are simplifying and unifying
business processes to maximize the benefit of technology, resulting in processes that will
be faster, cheaper, and more efficient. The following chart shows how our decentralized
IT structure and culture makes it difficult to communicate and work collaboratively
across all our organizations.

Weare in the process of reorganizing these IT structures across all Interior bureaus. The
following chart shows how the
resulting organizations will work What to change to?
more effectively on common IT IT Org81ization. .Consistency & Integration"
policies, procedures, and practices, ~

increasing the effectiveness of our
investments.

RedJCOO

1-se:;;e-.-1L~~~We will also have to replace older
islands of automation by unifying IT
operations across the Department.
By organizing and staffmg our IT
functions across bureaus in a
consistent manner, we can enhance
our effectiveness.
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Common or Cross-cutting Issues

Multiple HR responses meet HR needs in all of the challenge areas. These include:

Strategic Management of Human Capital Accountability
Creating a more effective Department depends on attracting, developing, and retaining
quality, diverse employees and motivating them to perform at high levels. This plan will
guide sound investments in human capital by bureau implementation of bureau-specific
strategies, and oversight, adjustments, and management of those strategies by our
Management Initiatives Team, through its Human Capital Team. The MIT will report back to
the Department's Management Excellence Council on a regular basis. Overall results and
developments will be incorporated in each year's Citizen-Centered Governance Report.

Workforce Planning
Workforce planning plays an essential role in defining our critical skill shortages. Efforts are
underway in the Department to complete bureau and office workforce analyses by September
30, 2003. Bureaus and offices will develop implementation plans to meet any specific
organizationally unique skill gaps in their workforce needs beyond those more generic,
Department-wide gaps identified in this plan. Workforce plans will guide succession
planning, prepare employees for more challenging roles, help diversity initiatives, and provide
continuity as our workforce matures.

Reorganization Opportunities/Principles --To insure that future reorganizations add
maximum value, the MIT has agreed to formulate reorganization principles upon which
any DOl reorganization should be structured. These principles will include: improved
customer service, reduced costs of operations, more effective deployment of personnel,
analysis of competitive sourcing opportunities, strengthened business processes, and
effective use of information technology. These principles will be incorporated in a
business case analysis to be prepared and submitted with all reorganization proposals
submitted to the Assistant Secretary for Policy, Management and Budget. An example of
a DOl organization using these principles is the Harpers Ferry Interpretive Design Center
of the National Park Service. The Interpretive Design Center is rev~ing their structure
to better tell the story of the parks to visitors. The restructuring moves them from a
product oriented (exhibits, audio-visual, etc.) to a process oriented organization (concepts
and production) that is closely aligned with employee skill sets.

Competitive Sourcing --The aim of the President's initiative on competitive sourcing is
to obtain and provide services to the American people in the most cost-effective,
customer-oriented manner. Evaluating functions as candidates for competitive sourcing
helps determine which operations should be performed as currently structured, which
should be redesigned, and which should be contracted. The Department, along with other
Federal agencies, is examining how best to structure its provision of services between
those best delivered by government employees and those best delivered by contractors.
Given the high attrition rates predicted for the next few years, the Department is
optimistic it can avoid any Reductions-In-Force as a result of competitive sourcing
decisions that lead to contracting out. Also, bureaus can keep any savings produced by
competitive sourcing, to reinvest in mission delivery. We will continue to improve our
FAIR Act inventory and make certain that commercial activities are consistently
identified. Interior is also using a self-created "express review" process in functions with
less than 10 FTEs, to ensure all employees receive fair consideration during competitive
sourcing. These express reviews decrease the cost of competition, speed the process, and
ensure our employees can compete.
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Common Human Resources Practices
Several HR practices are being reviewed for efficiency and effectiveness Department-wide

including:

Hiring Processes --The Department will build common human resource practices to
reduce bureau redundancy while providing greater integration and transparency in bureau
personnel practices, and improve workforce diversity.

This effort, guided by the Management Initiatives Team (MIT), will include
items such as:

Common position descriptions

Common vacancy announcements

Streamlining the hiring process

New employee tracking report

Utilization of Special Hiring Authorities and Benefits --The MIT will review the use of
special hiring authorities and programs including recruitment bonuses, relocation
bonuses, retention allowances, the student loan repayment program, and the Student
Educational Employment Program (SEEP) to ensure that these currently available
authorities are being used effectively and to identify opportunities to expand their use
where appropriate. Ifneeded, additional training on the use of these authorities will be
provided to managers.

001 Mission Orientation for New Employees --To build greater awareness and
familiarity with the breadth of opportunities and challenges the Department collectively
faces, a new DOl orientation program will be developed and utilized to provide all new
employees with a basic awareness and understanding of the Interior mission and GPRA
Performance Plan.

Performance
Individual performance plans for our employees will be directly linked to annual performance
targets and evaluated in terms of their achievement. A new SES performance system has
been implemented in the Department requiring performance goals linked to: GPRA goals; the
Department's Citizen-Centered Governance Plan (including Strategic Management ofHurnan
Capital, E-Government, Improved Financial Management, Competitive Sourcing, and
Budget-Performance Integration); and the Secretary's 4C's Philosophy. As we gain
experience with this system, the process of linking goals to performance will be cascaded to
other managers and employees. Because all bureau activities and programs fit within four
broad mission components upon which all performance plans will be built, employees will be
able for the fIrst time to have a direct line of sight from DOl's goals all the way down to their
specific duties and job performance. In addition, the Department's two-level non-SES
performance system will be evaluated and, if required, modified to make it the most effective

performance management system possible.

Training and Development
There are numerous areas where training is being evaluated and/or utilized to assist in
meeting goals and challenges. These are as follows:
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Training Investment Review -Training provided to DOl employees must be linked to the
competencies needed to address current and future mission needs. To insure that DOl
funded training is on track, the Human Capital Team is undertaking a thorough review of
training. This review will help the Department capitalize on opportunities for greater
coordination of training programs, including cross-training between bureaus.

Workforce Planning Training and 4C's Training for both Employees and Managers

New and Current Supervisory Training -The Department will review the training
requirements for new and current supervisors to ensure that managers within the
Department foster 4C's behavior; provide the coaching and mentoring needed to
maximize the human capital resources of the Department; achieve workforce diversity;
and highlight techniques and approaches to build collaboration with our partners,
including state and local governments, tribes, citizen interest groups, and individual
citizens.

DOl Mid-Career Exchange Program -We need a program to improve the utilization of
mid-career level employees, by providing them with a one- to two-year assignment
outside of their current organization that would diversify the experience of the employee
and help foster greater cooperation, consultation and communication within the
Department. The objective is to strengthen career development within the Department,
assist employees in developing a greater Department-wide mission awareness, and retain
employees whose experience can be more broadly shared within the Department.

Attracting New Leaders -The MIT has approved in concept the creation of a DOl
Management Intern program. Its Human Capital Team will develop the scope and costs
of the program, which is aimed at attracting and developing a cadre of management
interns to assist in meeting the leadership needs within the Department in a multi-
disciplinary, multi-functional manner. As our "Service First" and other co-location
initiatives expand, we must develop managers with strong 4C's and business
management skills. This entry-level management training and development program will
also emphasize cross-bureau and integrated management training, as well as the need to
achieve workforce diversity. The Department will continue to utilize the government-
wide Presidential Management Intern Program, but will assess implementation of the
program to see if there can be greater opportunities for field assignments and more active
DOl-wide orientation and mentoring for participating interns.

Senior Executive Development and Mobility -The Department's highly successful SES
Career Development Program has regularly trained high potential GS-14 and GS-15
employees for pre-certification to the Senior Executive Service since its inception more
than twenty years ago. The program offers intra-Departmental skill building emphasizing
common mission challenges and capabilities for unified action across the Department's
bureaus and offices. The MIT will review the program as part of its overall review of
training. The wealth of experience represented by the Department's SES corps can be
invaluable in building a greater integration of the Department's mission by career leaders
who are intimately involved in the management of the Department's many programs.
However, bureaus have normally preferred to retain their executive talent rather than risk
losing it. The MIT has requested the Human Capital Team to examine possible incentives
to encourage the use of SES mobility assignments.

Interior-wide Managers Conference --The MIT will consider the feasibility and logistics
of organizing a Departmental conference for all DOl managers to highlight the wide
range of practical applications of the 4C's approach being put into practice in DOl
bureaus. Such a Departmental conference, the fIrst in modem Departmental history,
would also reinforce efforts underway to achieve citizen-centered governance and
achieve the Department's mission in a more integrated fashion.
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The Department also faces a number of broad mission challenges with human capital
implications. However, three trans-Departmental challenges are receiving special attention
due to their extreme urgency and importance:

Indian Trust Fund Management

Wildland Fire Management

Law Enforcement and Security

Meeting each of these challenges involves several bureaus working collaboratively with
senior Departmental leadership to examine and reorganize structures and practices and build a
workforce that possesses the skills needed to meet emerging demands. These efforts serve as
a model for the kind of thorough re-examination of work processes and partnerships that will
assist the Department in addressing its human capital challenges.

Indian Trust Management

The most serious management challenge currently facing the Department is effectively
meeting its fiduciary responsibilities in Indian Trust Management. Our performance goals
include improving Indian trust ownership information and management of the trust land and
its natural resource assets, managing trust fund assets for timely and productive use, and
meeting industry standards for beneficiary services.

The Department continues its work to build relationships and understanding with the trust
beneficiaries. Interior officials and tribal leaders are working through the complex issues and
challenges of trust reforn1 on a government-to-government basis to seek solutions to some
long-standing problems facing both tribes and the Department.

Various organizational proposals have been advanced to improve the effectiveness of trust
asset management. These proposals are now being assessed to develop a management
structure that provides effective stewardship of trust assets and is consistent with the goals of
the Administration and the Secretary. It is virtually certain that any outcome will require
restructuring of management functions and hence may have human capital implications. In
addition, business process reengineering may result in new skill sets and workforce needs.

Trust managers and human resources staff will work together to ensure the trust organization
is provided with an appropriate staff that possesses the training and skill levels needed to meet

our business practice standards.

In addition to workforce planning, other related human capital efforts currently underway or

under consideration include:

Trust Staff Training and Development -Reviewing whether employees engaged in trust
management activities need an individual development plan (illP).

Examination of Special Personnel Flexibilities -Similar to the Internal Revenue
Service, Federal Aviation Administration and Transportation Security Administration, which
have obtained special personnel authorities to accomplish their challenging missions, the
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Department will explore whether such authorities are needed to attract and retain employees
with the requisite skill mix to improve our management of trust assets.

Royalty Internship Program -Clarify the terms under which tribes can become partners in
managing mineral resource functions currently performed on their behalf.

Wildland Fire Management

Catastrophic fIres threaten the American people, their property, and our environment,
particularly the forests and rangelands of the West. Each year these severe wildfires destroy
hundreds of millions of trees and invaluable habitat. These unnaturally extreme fIres occur in
a context of deteriorating forest and rangeland health, the result of a century of well
intentioned but misguided fire management practices. About 190 million acres of Federal
forests and rangelands in the lower 48 states face high risk of catastrophic fire due to
deteriorating ecosystem health and drought. We need renewed efforts to restore our public
lands to healthy conditions.

Using a cooperative approach, Secretary Norton and Secretary of Agriculture Ann Veneman
signed an historic agreement earlier this year with 17 western governors, county
commissioners, state foresters, and tribal officials. They agreed on a plan to make
communities and the environment safer from wildflfes by coordinating Federal, state, and
local action. Under the IO-year Comprehensive Fire Implementation Plan, Federal wildfire
agencies, affected states, counties, local governments and tribes agreed to the same goals,
implementation outcomes, performance measures and tasks that need to be accomplished by
specific deadlines. The comprehensive agreement covers all phases of the flfe program,
including flfe preparedness, suppression and prevention, hazardous fuels management,
restoration ofbumed areas, community assistance, and monitoring of progress.

The size and significance of the fire management challenge require a number of human
resources related activities, many of which are already underway.

Recruitment -Certain personnel shortages persist for mission critical work. Often,
managers have found there are not enough applicants for positions with the correct skills and
experience for mid-level supervisory or senior Incident Conunand flrefighting positions.
Common fire vacancy postings and recruitment approaches are being employed and outreach
efforts in this area will be intensified. Safety and health training is of particular importance
for the protection of new employees fighting fire.

Staffing Models -New staffmg models must be developed to address the changing mission
of the fIre program, current mid-level supervisory gaps, and the impending exodus of senior

firefighters.

Use of Qualified Personnel from Other Programs -The Fire Program uses fIfe-
qualified personnel from other program areas to fill wildland fire suppression positions during
peak times. Because of the intense and extended duration of fire seasons, this practice is
becoming less desirable. A number of possible solutions are being examined, including
financial incentives for collateral firefighters, requiring mandatory fIfe training and
assignment for fIfe-qualified employees commensurate with their physical condition and job,
and continuing education in fIfe suppression and fuels management for all part time fIfe

personnel.

Partnerships -Forest health and wildland fIre prevention efforts can only be successful
through collaboration with states, local governments, tribes, and other partners.
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Accountability and Performance -The Department has appointed a full-time fuels
treatment director to insure accountability for fuels treatment projects. The Department and
the Forest Service are developing common, outcome-oriented performance measures
consistent with the Government Performance and Results Act. Bureaus involved in wildland
fIre management are including implementation of the National Fire Plan in annual
performance evaluations of their staff.

Law Enforcement, Public Safety, and Security

The Secretary has directed the Department to develop and maintain its law enforcement
capability in the most professional, modern, and effective manner possible. To achieve this
objective, in March 2001 the Secretary requested that the Inspector General conduct a
comprehensive assessment of law enforcement within the Department and identify
organizational and management strategies that would enhance law enforcement performance
and professionalism across the Department, including supervision and management structures.

Law Enforcement and Security

With the third largest public safety organization in government, the Department has focused
on this significant undertaking. The review resulted in strategic realignment of functions,
including the establishment of a new senior level position to provide overall Department
leadership.

The Department, working closely with its law enforcement officials, is developing a clearly
defined and documented set of policies, procedures, techniques, and mechanisms to guide this
critical activity across all law enforcement bureau lines.

In meeting the Department's law enforcement and security challenges, the Department has
identified, or has underway, a number of human resources related' activities.
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Leadership -To oversee and guide the Department's overall law enforcement and security
effort, the Department created a new Deputy Assistant Secretary position for Law
Enforcement and Security, appointing a law enforcement professional with broad Federal law
enforcement and security experience.

Clearly Defined Roles and Responsibilities -The roles and responsibilities for both
unifornled officers and special agents to carry out "homeland security" must be clearly
defmed by the new Deputy Assistant Secretary for Law Enforcement and Security. This
definition will help maintain a balance between natural resource issues and criminal
environmental impacts versus protecting public lands ftom external threats.

Skill Definition -In defining these roles and responsibilities, attention must also be paid to
clearly defining the skill set needed for those performing "homeland security" functions.
Core inter-bureau training must be identified and developed to mold these new skills. Cross-
Department training must be defined, organized and implemented.

Common Staffing Models and Methodologies -The Deputy Assistant Secretary for
Law Enforcement and the DOl bureaus are developing a comprehensive analysis of the
number and types of law enforcement positions needed throughout the Department. Common
staffing models and methodologies will be developed to ensure consistent approaches
between programs and detail the appropriate staffing and deployment patterns (numbers,

seniority, geographic location, required competencies etc.) to be used in general or in specific
situations.

Standardized Position Descriptions -The Deputy Assistant Secretary for Law
Enforcement, working with the Department's law enforcement professionals, is developing
standardized position descriptions to ensure consistent grade structures and career paths
across the Department. Training and development profiles associated with the standardized
position descriptions will be crafted for core inter-bureau training, refresher/ mandatory
training, and other development to ensure that the law enforcement workforce maintains the
competencies to carry out mission-oriented law enforcement.

Training -Core inter-bureau training must be developed to build new skills and ensure law
enforcement personnel possess the necessary competencies. While most officers receive
similar basic training, the Department would benefit from having officers cross-trained in
bureau-specific enforcement issues. Because law enforcement is an inherently hazardous
occupation, safety and health training is imperative all law enforcement officers.

Developmental Assignments -Opportunities should be developed for law enforcement
managers to participate in extended assignments with other bureaus.

Pay Equity -In order to retain its trained law enforcement staff, pay equity issues need to be
regularly assessed. The Department monitors the pay for DOl law enforcement officers to
ensure it is on par with other Federal, state and local law enforcement agencies.

Attachment I summarizes the direct linkage between our mission, challenges, impacts, human
capital needs and human capital responses. Attachment 2 shows the same linkages in our
unique programmatic areas. Attachment 3 summarizes how the impacts lead to common
crosscutting human capital responses.
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Human Capital Action Plans

Now that we have clearly established what actions need to be taken, we must translate them
into action plans. The action plans must be unambiguous, and provide specific guidance on:

2.
3.4.

5.

What is the action(s) to be taken?
What is the result, or outcome, expected from the action?
What are the milestones and timelines for sub-actions?
How will we measure the progress and results of the action?
Who will be responsible (accountable) for accomplishing the actions and milestones?

Appendix 4 contains the specific actions that will be taken to implement the Department's
Strategic Human Capital Management Plan. A summary of the action milestones and
timelines can be found at appendix 5.

While some of the human capital actions required to implement our Strategic Human Capital
Management Plan will require a significant financial commitment, we realize that budget
realities preclude us from asking for special funding in all but the most extreme
circumstances. Accordingly, we have developed our Implementation Plan based upon the
assumption that most actions will come from a reallocation of program money already
requested in our FY 2003 and 2004 budget submissions, or that will be requested in future
submissions.

We recognize that most actions will result in improved quality, some will result in avoided
future new costs, and some will achieve savings through improved efficiency. An example is
our action to standardize position descriptions and streamline the classification process.

Standardized position descriptions and a streamlined classification process improve
quality by:

Ensuring competency requirements are consistently established and maintained;

Ensuring consistency between bureaus;

Evenly and appropriately applying classification principles;

Minimizing competition between bureaus.

At the same time, the development of standardized position descriptions results in
savings as fewer and fewer new unique position descriptions are developed and
classified. The cost of developing the descriptions is thereby offset by a decrease in the
expenditures on the overall process.

As we developed our action plans, we identified those actions that would be accomplished by
the reallocation of program funds, those that would be accomplished through increased
efficiency, and those that would require special funding. Appendix 5 (Milestone and
Tinleline Chart) contains a summary of the budget implications of each action. At this time,
the only actions we believe require special funding are those tied to legislative changes that
may lead to increases in employee compensation for some special programmatic areas. Those
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actions have timelines several years in the future, however, and we have not been able to
identify the exact impacts and needs. As the actions take place, we will develop the
budgetary estimates and include them in future budgetary submissions.

We have also implemented a decision-making process similar to the Department's new
Capital Investment Process to ensure human capital expenditures meet departmental
objectives and are based on sound business-case criteria. The Human Capital Team will
review all projects with a cost of over $50,000 undertaken as part of this Implementation Plan
or under individual bureau initiatives. This will ensure that human capital expenditures:

0

0

0

0

Support Strategic Human Capital Management Plan goals
Are applied to priority projects and programs clearly identified in the Strategic
Human Capital Management Plan and Implementation Plan
Are scrutinized to see if there is cross-bureau applicability
Do not duplicate other programs or projects already under consideration or in use
within the Department

Specific procedures for this review are under development and will be accomplished as a
milestone under the Accountability Action Plan. This review is intended to capture
information on human capital system and service initiatives that may have Department-wide
applicability. It is not intended to inhibit a bureau's ability to hire, assign work, restructure,
or reengineer business processes. The following are examples of initiatives to be brought
before the Human Capital Team:

0 New human capital systems or modifications to existing systems

Competitive sourcing of human resource services

Membership in human capital associations

0

0

To be considered successful, actions must be both timely and effective. To ensure actions
occur on the timeline(s) established by this Implementation Plan, the Human Capital Team
will monitor the milestones as frequently as necessary -but at least on a quarterly basis. To
assist with this effort, all actions will be loaded into the Department's new Presidential
Management Agenda on-line tracking system so that management officials across the
Department can see the progress being made. Accountable officials (see individual action
plans in Appendix 4) will be required to make presentations to the Human Capital Team when
actions miss milestone dates or changes to the milestone timelines are requested.

In addition, each action will be evaluated on a regular basis to ensure it is meeting the goals
and achieving the results envisioned by this plan. In cases where the action(s) is not
achieving the envisioned results, the Accountable Official or Action Team Lead will be
required to make one of the following recommendations to the Human Capital Team:

The action should be modified to better align it with the goals of the Strategic Human
Capital Management Plan. Such a recommendation will include the recommended
modifications, including adjusted timelines, costs, and sub-actions.

The action should be discontinued. Such a recommendation must specify the reasons
why the action should be discontinued and why no modified or replacement action is
necessary.
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The action should be replaced. Such a recommendation must specify why the action
should be replaced, what action (and sub-actions) should replace it, and what results are
expected from the replacement action. The replacement action must include new
milestone timelines, costs, measures, and accountable officials.

Monitoring the Strategic Human Capital Management Plan

Ultimately the actions in this Implementation Plan and the Strategic Human Capital
Management Plan will only be successful if the Department has the right people, in the right
jobs, at the right time to accomplish the goals in our Performance (Govermnent Performance
and Results Act) Plan (Appendix 6). This requires the strategic alignment of our human
capital with the Department's Performance Plan. In addition to monitoring the actions of this
Implementation Plan, the Human Capital Team will also monitor the strategic alignment of its
human capital using the Office of Personnel Management's (OPM) and Office of
Management and Budget's (OMB) Human Capital Standards for Success (the successor to
OPM's Human Capital Scorecard). To ensure we have the proper actions in place to improve
in all areas covered by the Standards for Success, we analyzed the actions as they apply to the
Standards. We found that a direct correlation exists between the Standards for Success and
our five main Action Plan areas. The correlation is as follows:

Standard for Success Area Action Plan Area

Workforce Planning

Training and Development

Performance

Common Human Resource Processes

Management Accountability

Workforce Planning and Deployment

Leadership and Knowledge Management

Performance Culture

Talent

Accountability

All of our Action Plans, including the unique programmatic actions, combine to indicate that
the Department's human capital strategies are aligned with mission, goals, and organizational
objectives and integrated into our strategic plans, performance plans, and budgets (Strategic
Alignment Standard
for Success). We
view this strategic
alignment as the
overall framework
within which ~
human resource
planning should
occur, rather than as
simply one of a list of
other human resource
characteristics.

We also identified
areas where actions
(or milestones) have
cross-applicability to

20



more than one Standard for Success. Appendix 7 is a crosswalk of the actions and milestones
against the Standards for Success. This crosswalk confIrms that we have a balance of actions
in each Standard for Success area.

The Standards for Success have also been converted to Human Capital metrics that allow us
to regularly assess the status of our workforce and human capital programs. Quarterly, the
Human Capital Team will review the metrics and determine the need for new programs and
initiatives. Semi-annually the Human Capital Team will assess the status of individual bureau
programs to ensure each bureau is making adequate progress against the Standards for
Success.

This Implementation Plan is a results-oriented document nested within our broad strategic
framework for fulfilling the Department's mission. Fulfillment of the mission is our central
goal and guidepost against which to prioritize human resource decisions. Our Implementation
Plan lays out the actions the u.s. Department of the Interior will take to accomplish the goals
established in its Strategic Human Capital Management Plan -FY 2003-FY 2007. It shows
the linkage between the specific actions (responses) proposed in this plan and:

The mission of the Department

The goals in the Department's Performance (GPRA) Plan

The challenges and trends the Department faces over the next 5 years

The impacts these challenges and trends will have on the Department's workforce and
workforce needs

The human capital needs that arise from the mission, goals, challenges, and workforce
needs

The specific actions (responses) the Department will take to meet those needs

In addition, this Implementation Plan attempts to identify the budget implications and
potential barriers to success that will arise from the actions. Finally, the Implementation Plan
establishes a clear process for monitoring progress on the actions and ensuring they achieve
the results envisioned by the management of the Department.

As President George W. Bush indicated to Senior Executive Service employees across the
federal government, "Weare not here to mark time, but to make progress, to achieve results,
and to leave a record of excellence." This Implementation Plan will ensure we fulfill the
ideals of the President and produce the results expected by the American people.
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1 Linkage between Mission, Trends, Programmatic Challenges, Impacts, HR Needs
and HR Responses

Linkage between Mission, Unique Programmatic Challenges, Impacts, HR Needs
and HR Responses

3 Linkage between Mission, Trends, Progranunatic Challenges, Impacts, HR Needs
and Common HR Responses

4. Human Capital Action Plans

Action Milestone and Timeline Chart

Crosswalk of Human Capital Actions to Over-aching Strategic Goals

6.

Crosswalk of Human Capital Actions to Human Capital Standards for Success
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Develop a management process and structure for dealing strategically with Human Capital
issues.

Performance Goals (GPRA) Supported -Partnerships and Management
Excellence To:

.

.

.

..

...

Improve health of watershed and landscapes
Sustain biological communities
Protect cultural and heritage resources
Provide access to, enhance public benefit, promote responsible use, ensure optimal value
for resources
Deliver water and power in an environmentally responsible and cost efficient manner
Expand access to recreation
Ensure quality of recreation
Receive and provide fair value in recreation
Protect lives, resources, and property
Advance knowledge through scientific leadership
Fulfill Indian trust responsibilities
Advance quality communities for tribes
Increase economic self-sufficiency for insular areas

Human Capital Standards for Success Covered by This Action and
Milestones:

Strategic Alignment
Accountability

Outcome(s)

The Strategic Management of Human Capital in the Department of the Interior will be a
"management" process that is strategically linked to the goals of the organizations.

Milestones and Timeline

[Note: Milestones are numbered for tracking purposes only. Numbering does not indicate
priority or sequence. Some actions will occur concurrently.]
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October 1,2002 On-going3. Hold regularly scheduled meetings to
oversee:
.Implementation of the SHCMP
.Progress on all action initiatives
.Human Capital Scorecard measures,

metrics and ratings
.Communication of Human Capital

issues with the workforce
.Development of Bureau Workforce

Plans
.Human Capital Policy issues
.Other Human Cauital related issues

Measures:

PROGRESS

Progress will be tracked quarterly to ensure timelines are met.

RESULTS

Program will be considered a success if this plan is fully implemented.

Responsible Official(s):

Human Capital Team Designee: Deputy Assistant Secretary for Human Resources and
Workforce Diversity will be responsible for establishing the Human Capital Team and
ensuring it meets regularly.

Bureau/Office Deputy Directors will be responsible for ensuring appropriate participation on
the Human Capital Team and implementation of Human Capital Team recommendations.

Develop and implement workforce planning in the Department. As part of workforce
planning process: develop a new employee tracking system; implement Department-wide exit
surveys; identify competitive sourcing opportunities; develop a business case approach to
restructuring; incorporate e-government plans; and develop a business management career
path.
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Performance Goals (GPRA) Supported -Partnerships and Management
Excellence To:

Improve health of watershed and landscapes
Sustain biological communities
Protect cultural and heritage resources
Provide access to, enhance public benefit, promote responsible use, ensure optimal value
for resources
Deliver water and power in an environmentally responsible and cost efficient manner
Expand access to recreation
Ensure quality of recreation
Receive and provide fair value in recreation
Protect lives, resources, and property
Advance knowledge through scientific leadership
Fulfill Indian trust responsibilities
Advance quality communities for tribes
Increase economic self-sufficiency for insular areas

Human Capital Standards for Success Covered by This Action and
Milestones:

Strategic Alignment
Workforce Planning
Leadership and Kno
Talent
Accountability

Outcome(s)

Ensure the Department's workforce possesses the necessary skills to accomplish the
Department's mission and achieve its goals. Use the new employee tracking system to
identify successful hiring and retention strategies. Use exit surveys to help develop improved
retention strategies. Use workforce planning data to develop future competitive sourcing
plans. Improve reorganization and restructuring decisions. Infuse the Department with
business management skills.

Milestones and Timeline

[Note: Milestones are numbered for tracking purposes only. Numbering does not indicate
priority or sequence. Some actions will occur concurrently.]
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I 3. DeyeloD emplov~exit surveys. I ~mber 1.2002

1 

February 28, 20~
4. Develop and distribute, with budget

formulation guidance, common
approaches to and data elements
for workforce planning. Ensure
competitive sourcing is factored

~to workforce planning.

December 1, 2002 March 31, 2003

January 1, 2003 September 30, 20035. Develop and submit proposal
seeking volunteer authority for all
bureaus not covered by legislation
authorizing the use of volunteers,
with FY 2005 budget estimates.

6. Develop bureau and office
workforce plans for MIT Human
Capital Team, to be ready for
submission with FY 2005 budget
estimates.

Ongoing September 30, 2003

7. Develop and implement a business-
case approach for reorganizations
and restru~g activities.

December 1,2002 September 30, 2003

8. Develop and implement a
systematic and measurable
Department-wide approach for
managing workforce diversity.

December 1,2002 March 31,2004

9. Develop strategies for business
management skill development
and career paths within land
management bureaus.

Ongoing June 30, 2004

October 1,2003 September 30, 200410. Using FY 2004 workforce plans,
develop a Competitive Sourcing
strategy for FY 2005, and
document in FY 2005
bureau/office workforce ulans.

October 1, 200311. Identify and study reorganization
and restructuring opportunities,
using the business-case approach,
to improve administrative
functions and provide seamless
service to citizens (such as the
"Service First" initiative).

Ongoing

October 1,2003 Ongoing12. Update bureau/office workforce
plans for future fiscal years,
incorporating best practices and
lessons learned.

Measures:

PROGRESS

During planning, development and evaluation stages, progress will be tracked monthly to
ensure timely completion of workforce plans.
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Responsible Official(s):

Hwnan Capital Team Designee: U.S. Fish and Wildlife Service Assistant Director for
Budget, Planning and Human Resources will be responsible for ensuring development of the
program, issuance of implementing instructions, and evaluation of the effectiveness of the

program.

Director, Office of Personnel Policy will be responsible for issuance of policy.

Bureau Personnel Officers will be responsible for ensuring the program is implemented.

Develop processes and procedures to ensure individual employee performance is linked to the
Department's Strategic Plan and performance goals.

Performance Goals (GPRA) Supported -Partnerships and Management

Excellence To:

Improve health of watershed and landscapes
Sustain biological communities
Protect cultural and heritage resources
Provide access to, enhance public benefit, promote responsible use, ensure optimal value

for resources
Deliver water and power in an environmentally responsible and cost efficient manner
Expand access to recreation
Ensure quality of recreation
Receive and provide fair value in recreation
Protect lives, resources, and property
Advance knowledge through scientific leadership
Fulfill Indian trust responsibilities
Advance quality communities for tribes
Increase economic self-sufficiency for insular areas

Human Capital Standards for Success Covered by This Action and

Milestones:

Strategic Alignment
Leadership and Knowledge Management
Performance Culture
Talent

Accountability

Outcome(s)

Individual performance measures will be linked to annual performance targets and the current
performance management system will be reviewed and enhanced to ensure more direct
qualitative assessment of employee performance and appropriate recognition of high
performers. The integrity of scientific data and information is improved.

Appendix 4 -5



Milestones and Timeline

[Notp: Milestones are numbered for tracking purposes only. Numbering does not indicate
priotiity or sequence. Some actions will occur concurrently.]

Milestone Start
Date

On-going

Completion Date

1. Develop and implement Code of Scientific
Conduct.

December 31,
2002

2. Publish final departmental guidance on
dissemination of information and procedures
for the public to seek correction of published~ieqtific 

data and fIle report.

August 1,
2002

January 31,2003

3. Develop and implement SES Perfom1ance
Management System directly linking individual
perfom1ance plans to annual performance
goals.

October 1,
2002

January 31, 2003

4. Implement Secretary's 4 C's Award and
announce first recipient(s).

On-going September 30,
2003

5. Monitor SES performance and evaluate
results of new SES perfonnance system on a
Quarterly basis.

January 1,
2003

September 30,
2003

6. Cascade performance standards linked to
annual performance goals to next group of
employees (aft~ES).

October 1,
2003

September 30,
2004

7. Review current performance management
system (non-SES) and enhance or replace as
necessary.

September 1,
2003

September 30,
2005

January 1,
2003

8. D~termine need for pay andCompensation
flexibilities for facilities management and
engineering personnel, develop appropriate
app~hes, and implement.

September 30,
2006

Measures:

PROGRESS

Duritig planning, development and evaluation stages, progress will be tracked monthly to
ensur~ timelines are met.

RESULTS

A program evaluation survey will be developed to detennine executive satisfaction with the
SES performance system. The survey will be administered to all executives receiving
performance appraisals and their supervisor. Program satisfaction of 80% or higher will be
considered successful. All employee performance standards eventually linked to GPRA
performance goals. SES awards based on achievement of GPRA performance goals.
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Responsible Official(s):

Human Capital Team Designee: Deputy Assistant Secretary for Human Resources and
Workforce Diversity (along with the HCT Co-Chairs) will be responsible for ensuring
development of the program, issuance of implementing instructions, and evaluation of the
effectiveness of the program

Bureau Personnel and Training Officers will be responsible for implementing the program
and ensuring adequate bureau resources are committed to making the program a success.

Develop Department-wide human resources management programs and processes to help
attract, develop, and retain highly qualified individuals for both managerial and non-
managerial positions to accomplish the Department's mission now and in the future. (E.g.,
common recruitment/hiring practices, common position descriptions, common vacancy
announcements, streamlined hiring processes, utilization of special hiring tools and
incentives, intern and PMI hiring.)

Performance Goals (GPRA) Supported -Partnerships and Management
Excellence To:

Improve health of watershed and landscapes
$ustain biological communities
Rrotect cultural and heritage resources
Rrovide access to, enhance public benefit, promote responsible use, ensure optimal value
for resources!

eliver water and power in an environmentally responsible and cost efficient manner
xpand access to recreation
nsure quality of recreation

Receive and provide fair value in recreation
Protect lives, resources, and property
4dvance knowledge through scientific leadership
I1ulfill Indian trust responsibilities
1dvance quality communities for tribes
Ihcrease economic self-sufficiency for insular areas

Human Capital Standards for Success Covered by This Action and
Milestones:

.Strategic Alignment

.Workforce Planning and Deployment
.Leadership and Knowledge Management
.~erformance Culture

.~alent

.1ccountability
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Outcome(s)

Stre~mlined and cohesive employment processes to attract, develop, and retain highly
qua .tied individuals in mission critical occupations with high retirement projections and other
succ ssion planning needs.

Milestones and Timeline

[Not,: Milestones are numbered for tracking purposes only. Numbering does not indicate
prioqty or sequence. Some actions will occur concurrently.]

Milestone Start
Date

Completion Date

1. Review, validate and submit for MIT
approval a prioritized list of those career
fields, from the 26 Career Groups,

~quiring immediate attention.

December 1, 2002 February 28,2003

December 1,2002 February 28, 20032. CqIlect and assess bureaus' and offices'
~uccessful staffmg and career development
~ractices and utilization of hiring and
~tention tools; benchmark other agencies
and industry for best practices; identify
gaps in hiring flexibilities as related to
mission support requirements; identify
I\dditional special hiring tools, incentives
and flexibilities to support recruitment and
retention reQuirements.

April 1,2003 April 30, 20033. C~nduct DOl Strategic Employment
Ifractices Workshop (including Diversity
~d Executive Orders) to collectively
rfview, address and develop more efficient
recruitment and employment practices to
SUDDort mission reQuirements.

4. Increase manager awareness of staffing tools,
flexibilities, and incentives, and identify
best-practice approaches to be used for
filling positions (starting with the facilities

~gement career group).

October 1, 2002 September 30, 2003

5. Establish work groups to develop, issue and
implement standardized position~~scriJ>tions 

for at least 5 career grOUP~

On-going December 31,2003

6. Determine balanced internal and external
staffing strategies for meeting selected
career group needs. Assess use and
adequacy of existing management intern
programs and tools, and! or establish new
programs to identify, recruit, hire, place
and develop individua~

April!, 2003 May 31,2004

7. Develop, implement, and evaluate the
effectiveness of streamlined hiring and

May 1, 2003 September 30, 2004
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placement processes related to the selected
career gr~~s.

8. Develop and implement Department-wide
Presidential Management Intern (PMI)
policy and formal orientation program;
develop departmental comprehensive PM!
traininl! and devel~~ment criteria.

December 1,2002 April 30, 2003

9. Assess effectiveness of initial standardized
position descriptions; as appropriate,
identify and begin developing common
descriptions for the next group of
occuoations.

December 1,2003 Continuing

January 1, 2003 September 31, 200510. Study Safety and Worker CoIl1p~ion
processes and systems, and develop
improvements to automate and enhance
c_~e management, as appropriate.

December 1, 2002 September 30, 200711. Develop core competency information for
critical occupations, beginning with facility

.management and engineering positions. .

Measures:

PROGRESS

During planning, development and evaluation stages, progress will be tracked monthly to
ensure timelines are met and spending stays within allotted budget.

RESULTS

A program evaluation survey will be developed to determine satisfaction with the number and
quality of candidates to support the Department's mission needs. Reduced time to fill
vacancies in critical career groups. Increase the number of new hires using special programs
and authorities.

Responsible Official(s):

Human Capital Team Designee: The Director, Office of Personnel Policy, will be responsible
for ensuring development of the program, issuance of implementing instructions, and
evaluation of the effectiveness of the program

Bureau Personnel Officers will be responsible for implementing the program and ensuring
adequate bureau resources are committed to making the program a success.

Ensure the training provided to DOl employees is linked to the competencies needed to
address current and future mission needs. Conduct a thorough training review within the
Department. Develop and implement a plan to improve the efficiency, effectiveness, and
coordination of training and developmental opportunities offered to the Department's
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empioyees. Specific training programs or opportunities to be reviewed or developed include
(but ~e not limited to) the following:

.~ew employee orientation training

.Internship programs, including Department of the Interior Management Interns, Financial
Management Career Interns, and Presidential Management Interns

.Management and employee training to include 4C's (consultation, communication, and
ooperation in the name of conservation)

.ew and current supervisory training

.mid-career exchange program
.rogram evaluation training
.enior Executive Service Candidate Development and Team Leadership Programs
.evelopment of business management skills
.Facilities management core competencies
.Department-wide manager's conference
.Safety training

Performance Goals (GPRA) Supporied -Parinerships and Management
Excellence To:

Improve health of watershed and landscapes
Sustain biological communities
Protect cultural and heritage resources
Provide access to, enhance public benefit, promote responsible use, ensure optimal value
for resources
Deliver water and power in an environmentally responsible and cost efficient manner
Expand access to recreation
Ensure quality of recreation
Receive and provide fair value in recreation
Protect lives, resources, and property
Advance knowledge through scientific leadership
Fulfill Indian trust responsibilities
Advance quality communities for tribes
~crease economic self-sufficiency for insular areas

Human Capital Standards for Success Covered by This Action and
Milestones:

Strategic Alignment
Workforce Planning and Deployment
Leadership and Knowledge Management}erformance Culture

alent
ccountability

Outcome(s)

The Department's employees will have the competencies needed to carry out the mission of
the Department. Best practices in the provision of training will be replicated throughout the
Department. Duplication of training resources will be eliminated, roles clarified, and
departmental training facilities will collaborate to enhance training and developmental
opportunities for employees of the Department.
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Milestones and Timeline

[Notf: Milestones are numbered for tracking purposes only. Numbering does not indicate
pri°fty or sequence. Some actions will occur concurrently.]

Milestone Start
Date

Completion Date

~ Traininf! Coordiiia~
November 1, 2002 November 30, 2002a. C~ nvene workgroup of training

epresentatives from all bureaus

0 detennine what training is
currently offered within the
Department, detennine
opportunities across bureaus for
offering standard training,
identify any training gaps, and
eliminate duplication of
Common non-te~cal training.

Ongoing March 31, 2003b. DFve~ and implement
combined website that catalogs
fjraining opportunities offered by
all Bureaus and offices in the
Department.

2. Training Program Development or Improvement -As part of its overall training review,
the Department will evaluate on-going programs and develop new programs to ensure
emvloyees have the comp~es to accomvlish the mission and ~~~iformance goals.

a. Management and employee
training to include 4C's
~consultation, communication,
4nd cooperation in the name of
conservation)

Aprill,2003 March31,2004

I b. New emploveeorlentation I OnlZoinlZ

J~e 

30, 2003
c. t~l1~tive Action and

Alternative Dispute Resolution
training

Ongoing September 30, 2003

Ongoing September 30, 2003d~rnship programs, including
Department of the Interior
Management Interns, Financial
Management Career Interns,
~d Presidential Management
Interns

Ongoing September 30, 2003e. St1nlorExecutive Service
~andidate Development and
Team Leadership Progra~

f. New and current supervisor
training

Ongoing September 30, 2004

g. Department-wide managers
conference

November 1,2002 September 30, 2004

h. BQsiness InaMgement training
and career management,
iPcluding Activity Based
<J;osting MaMgement

Ongoing December 31,2004
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I i~rogram evaluation ~ining I Jun~~ 2003 I December3!, 2004
j. Establish a Mid-Career Exchange

Proeram
January 1, 2003 May 31,2005

k. Enha-nc-e Safety training
programs.

Ongoing September 30, 2006

3.-qomprehensive RevieW-:- Establish multi-disc~inary review team (training, HR, budget,
bro~m mana!!ers, IT, lJr~rement).

January 1, 2003 June 30, 2003a. E~ tabliSh uniformed definition for

aining and training cost

tructure (salary, travel, tuition,
tc.).

b. Develop, implement, and deploy
a Department-wide system to
collect and analyze training
Pata.

July 1,2003 September 30, 2005

c~BUreaus and offices collect
training data.

October 1,2005 September 30, 2006

October 1, 2006 September 30, 2007d. AiIlalyze training costs to identify
opportunities for efficiencies,
collaborative efforts, and
standardization, as well as
linkage to mission delivery and
strategi~rkforce ulanninQ.

Measures:

PROGRESS

During planning, development and implementation. milestones will be tracked quarterly to
ensure timelines are met.

RESULTS

Training funds will be better utilized through more efficient and effective delivery of training.
More employees will be trained at a lower cost per training session.

Responsible Official(s):

Human Capital Team Designee: Deputy Assistant Secretary for Human Resources and
Workforce Diversity will be responsible for conducting review of training and developing and
implementing plan to improve the efficiency and effectiveness of training.

Bureau Training Officers will be responsible for implementing the policies and programs
developed as a result of this action.

Ensure the relevant DOl organizations have the appropriate structures, policies, and staffs to
fulfil' the Department's Indian trust management responsibilities in the 21 &1 Century.
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Performance Goals (GPRA) Supported -Partnerships and Management
Excellence To:

§

rove health of watershed and landscapes
rotect cultural and heritage resources
ovide access to, enhance public benefit, promote responsible use, ensure optimal value

or resources
eliver water and power in an environmentally responsible and cost efficient manner

~rotect lives, resources, and property
ulfill Indian trust responsibilities
dvance quality communities for tribes

Human Capital Standards for Success Covered by This Action and
Milestones:

.!)'trategic Alignment
.\v orkforce Planning and Deployment
.Leadership and Knowledge Management.

~erformance Culture
.alent
.ccountability

Outcome(s)

Relevant DOl organizations have the human capital to fulfill Indian trust management

responsibilities.

Milestones and Timeline

The timelines below reflect workforce planning initiatives for approximately 80% of trust
maMgement workload. Reengineering of trust business processes is underway. Using factors
such as revenue generated, number of account holders and volume of transactions, decisions are
made! on the staffing of natural resources and trust officer positions on an agency-by-agency basis.
The remainder of this workforce initiative may carry a longer timeline.

[Note: Milestones are numbered for tracking purposes only. Numbering does not indicate
pri°9ty or sequence. Some actions will occur concurrently.]

2.Analyze current workforce demographics
and skill requirements for trust
management.
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On-going3. Review departmental trust management
policies and procedures related to
~eople, po~ns and structure.

June 30, 2003

4. O~ stakeholder comme-nts and
poordinate, finalize, and publish new
trust management policy and
organizational structures.

December 15, 2002 January 31, 2003

5. Assesscurrent and future proir~
workload: identify workforce skill
gaps; identify strategies for addressing
future workforce needs and~evelopment.

Ongoing September 30, 2003

January 1, 2003 December 31,20036. Reengineer~t management work
processes; defme roles and
responsibilities of employees
performing trust management work;
and define skills and competencies
~ee~o oerform the work.

7. Identify trust management positions that
will have a common set of duties and
responsibilities throughout the
Department and develop common
1>osition descriptions.

February 1,2003 December 31,2003

8. Review personnel system flexibilities,
incentives and authorities to determine
status and issues relating to trust
management, develop new programs
~d imDI~t.

February 1, 2003 December 31,2003

9~ntify the most efficient common
staffing models and methodologies
that will allow for a consistent
~ecruitment & retentio? approach for
tust management pos~

October 1,2003 March 31, 2004

Ongoing June 30, 200410. Develop and implement a plan to
improve the efficiency and
effectiveness of training and
developmental opportunities offered to
~st management emp12y~s.

April 1,2003 January3!,200411. Seek pay setting or other legislative or
regulatory authorities determined
necessary to enhance trust
ntanagement personnel system, and
~lement.

12. sing workforce planning, (including
taffing plans and illPs), detennine

d execute strategies to ensure that
st management staff are recruited,

etained and maintain the necessary
kills to effectively perform their
uties.

Ongoing September 30, 2004
(To be revised

annually)
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Measures:

PROGRESS

During development of planned actions milestones will be tracked quarterly to ensure
progress towards deadlines.

RESULTS

Actions will be considered a success if: there is documented use of workforce plans in
development of budget submissions and performance plans; staffmg plans decrease the
number of vacant positions in Indian trust management organizations; and illPs improve the
competencies of employees performing Indian trust management work.

Responsible Official(s):

The Indian Trust Human Resources Advisor will ensure requirements for workforce planning,
staffing plans and illPs are well communicated and understood.

Bureau Deputy Directors (or Office equivalents) with Indian trust management
responsibilities will ensure that workforce planning, staffing plans and illPs are completed as
required.

The Associate Deputy Secretary will ensure the accomplishment of management actions
required by this plan.

Develop and implement centralized recruitment, employment, and training programs that
attract and retain quality candidates, to overcome shortages and to correct skills imbalances in
the wildland fIre management program.

Performance Goals (GPRA) Supported -Partnerships and Management

Excellence To:

Improve health of watershed and landscapes
Sustain biological communities
Protect cultural and heritage resources
Provide access to, enhance public benefit, promote responsible use, ensure optimal value
fur resources
Deliver water and power in an environmentally responsible and cost efficient manner
Expand access to recreation
Ensure quality of recreation
Receive and provide fair value in recreation
Protect lives, resources, and property
Advance knowledge through scientific leadership
Advance quality communities for tribes
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Human Capital Standards for Success Covered by This Action and
Milestones:

Strategic Alignment
Workforce Planning and Deployment
Leadership and Knowledge Management
~erformance Culture

alent
ccountability

Outcome(s}

Collaborative efforts across Bureau lines will leverage resources and improve effectiveness of
recruitment and development and enhance retention. The supplemental flIe management
qualification standard will assist in overcoming skills imbalances in mid-level flIe
management positions.

Milestones and Timeline

[Note: Milestones are numbered for tracking purposes only. Numbering does not indicate
priority or sequence. Some actions will occur concurrently.]

I

Milestone Start
Date

July 1, 2001

Completion Date

D~velop and implement Supplemental
Qualification Standard for Fire
Management Specialist P~.

October 31,2002

Ongoing2. Develop wildland fire management outcome-
oriented perfonnance measures in
accordance with strategic planning
guidance and incorporate in annual SES~~loyee 

perfonnance plans.

December 31,2002

November 1,
2002

December 31, 20023. P~epare and submit statement of work to
fire Directors for approval to accomplish
comprehensive workforce analysis,
assessment of skill and competency
requirements, and workforce plans to meet
wildland fIfe recruitment and development
~eeds.

September 1,
2002

March 30, 20034~ Evaluate the effectiveness of current
wildland fire recruitment outreach and
hiring practices, identify barriers, and
4evelop a national recruitment outreach
strate.

5. IUtplement wildland fIfe Safety Management
Information System upgrade to provide
more comprehensive accident information
fior use in develoDing safer work practices.

Ongoing September 30, 2003

Appendix 4 -16



6. Develop and implement standardized fire
fighter position descriptions, to include
GS-2 through GS-5 entry positions, mid-
level positions, and other specialized
Dositions.

7. Assess current wildland fire recruitment
processes and automated recruitment tools;
pilot test and evaluate a centralized
automated recruitment system for DOl
bureaus in Wyoming; and, based upon
lessons learned from "pilot," expand
centralized automated recruitment for
wildland fire uositions nationwide.

8. Develop and begin implementation of a
comprehensive plan for meeting long-term
training and development needs.

Measures:

PROGRESS

During planning, development and evaluation stages, progress will be tracked monthly to
ensure timelines are met and spending stays within allotted budget.

RESULTS

A pr~gram evaluation survey will be developed to determine fIfe bureaus' satisfaction with
the number of qualified candidates to meet the needs of the wildland fire program Program
satisfaction of75% or higher will be considered successful.

Responsible Official(s):

The Director, Office of Wildland Fire Coordination, will be responsible for ensuring
development of the program, issuance of implementing instructions, and evaluation of the
effectiveness of the program.

Bureau Deputy Directors (or Office equivalents) will be responsible for implementing the
program and ensuring adequate bureau resources are conunitted to making the program a
success.

Ensure Bureau and Office Law Enforcement and Security organizations have the appropriate
structures, policies, and staff to fulfill the Department's Law Enforcement and Security
missions in the 21 st Century.
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Performance Goals (GPRA) Supported -Partnerships and Management
Excellence To:

mprove health of watershed and landscapes
Sustain biological communities
rotect cultural and heritage resources
rovide access to, enhance public benefit, promote responsible use, ensure optimal value
or resources
eliver water and power in an environmentally responsible and cost efficient manner

Expand access to recreation
Ensure quality of recreation
Receive and provide fair value in recreation
Protect lives, resources, and propertyE

dvance knowledge through scientific leadership ulfill Indian trust responsibilities

dvance quality communities for tribes
crease economic self-sufficiency for insular areas

Human Capital Standards for Success Covered by This Action and
Milestones:

Strategic Alignment
Workforce Planning and Deployment
Leadership and Knowledge Management
Performance Culture

Talent
~ccountability

Outcome(s)

The $ureau and Office Law Enforcement and Security organizations have the human capital
to pr<iJtect lives, resources (including cultural and heritage), and property.

I

Milestones and Timeline

[Notq: Milestones are numbered for tracking purposes only. Numbering does not indicate
prio~ty or sequence. Some actions will occur concurrently.]

Pr()duce fIrst draft of rewritten DM 446 to
clarify and restructure Departmental
policies, procedures, techniques and
Itlechanisms on law enforcement.

January 30, 2003
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3. CIFarly defme the roles and responsibilities
~f uniformed officers and special agents
~ghout the Departm~.

January 1, 2003 April 30, 2003

4. Clearly defme the skills and competencies
needed to perform the duties of uniformed
officers and special agents, with particular
~mp~on homeland sec~~

May 1, 2003 September 30, 2003

5 .OBtain bureau comme~and coordination,
~ize, and publish ne~ 446.

July 1, 2003 December 31, 2003

6. Id~ntify law enforcement positions that have
t ommon set of duties and responsibilities

oughout the Department and develop
-ommon position des£!ip~ons.

October 1, 2003 September 30, 2004

7. C~duct a Fedm1=wide review and
i etemrine need for new DOl Law

nforcement pay and compensation
olicies, systems, or authorities and
evelo ro as a ro riate.1

8. ~lement new DM 446 in all bureaus and
~ffices.

November 1,
2003

August 31,2004

January 1, 2004 December 31,2004

9. Identify the most efficient common staffmg
~odels and methodologies that will allow
E a consistent approach to filling law

orcement positions. Establish baselines

r timeliness of fill actions to track
i rovement.

July 1, 2004 December 31,2004

September 1,
2004

T O.lIt1Plement new DOl LaWEnforcement pay
and compensation policies and systems

~~r purview ofDepartmen~-

December 31, 2004

11. S~ek legislative or regulator authorities
determined necessary during the Law
~lliorcement Pav review.

September 1,
2004

March3!,2005

12.;termine the appropriate training
( cluding development assignments) to
e ure Department law enforcement
professionals have the necessary skills to
effectively perform their jobs and develop
Individual Development Plans (IDPs) for
a~llaw enforcement employees.

October 1, 2004 September 30, 2005
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Measures:

PROGRESS

Evaluation of success in hiring and retaining individuals will be evaluated and monitored for
additional required changes.

RESULTS

Hig~y trained and skilled law enforcement professionals available to perform the
Depattment's law enforcement workload. A streamlined process is in place to evaluate and
hire these individuals. The time it takes to hire law enforcement personnel is decreased by at
least $% and supervisor satisfaction with the skills (competencies) of their employees
imprqve by 5%.

Responsible Official(s):

Deputy Assistant Secretary for Law Enforcement and Security will be responsible for
ensuring accomplishment of milestones through coordination with bureaus/offices for
issuartce of policy, instructions and evaluating effectiveness of program

Bureau Law Enforcement Directors will be responsible for implementing streamlined
proce$ses, implementing departmental policies and procedures, and ensuring the program is
effectively managed within their Bureau/Office.
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Milestones Timelines

Strategic Workforce Leadership and Performance Talent I Accountability

Alignment Planning and Knowledge Culture
Deployment Management
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