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The Last Season
Editor's note: This letter was sent to author Eric
Blehm. It is published with permission.
" V ^ T h e n I strolled into Barnes and Noble
W
looking for a few books to read, I was
drawn to The Last Season (by Eric Blehm, see
book review in Ranger, Spring 2006) because it
reminded me o! Into the Wild. Never in a million years did I think that when I finished your
book, I would feel like I just lost a close friend.
This was one of the best books I have ever
read. T h e way you've captured Randy's persona
made me feel like I've known him all my life.
I would like to say I couldn't even imagine
how his fellow rangers and friends felt upon
his disappearance. However, thanks to your
amazingwritingskills, I feel like I lived through
it with them.
My heart truly goes out for what the rangers and Judi (Randy's wife) have had to live
through. If it makes any difference, I personally
will never take M o t h e r Nature and all of its
beauty for granted again. I will never be able
to look at a mountain or a stream or even an
open meadow without thinking of Randy

and what he would have to say about it. I
will never again pass a ranger, police officer or
even firefighter w i t h o u t saying thank you for
what you do. I've always respected all types of
peace officers b u t now I feel I truly understand
what they go through to help protect the earth
and the men and w o m e n w h o inhabit it.
There were three words in the book that
brought everything together for me and forced
me to p u t the book down and take a m o m e n t . It
was in the author's note and acknowledgments
section and it simply said: "They found him."
There aren't enough words to say thank
you for w h a t this b o o k has given m e .
T h a n k you and best of luck with your future
endeavors.
— Mike Schrager
Middletown, New Jersey
Eric Blehm is scheduled to attend'ANPR's
Rawer
Rendezvous in November to speak about his book,
T h e Last Season. ANPR will have the book
available for purchase and Eric will autograph
copies. You also may buy the book at any time
through ANPR to support the Association. See
order form on page 32.

Share your views!
Signed letters to the editor of 100 words or
less may be published, space permitting. Please
include address and daytime phone. Ranger
reserves the right to edit letters for grammar
or length. Send to fordedit@aol.com or Editor, 26 S. M t . Vernon C l u b Road, Golden,
C O 80401.
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Stock it in your park bookstores — and refer
prospective parks employees to this informative
publication. Go to www.anpr.org/publications.
htm for bulk ordering; details.

Y E S ! You are welcome to join A N P R even if
you don't work for the National Park Service.
All friends of the national parks are eligible for
membership. We even have special student rates
and gift memberships. Join today — online at
iuww.anpr.orgor using the form on the inside
back cover of every Ranger.
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s fall approaches I look forward to the
next Rendezvous in Coeur d'Alene,
Idaho. The agenda chairs have put
together an outstanding program that is sure
to be of interest to everyone.
I urge the membership to support the
Association by attending the Rendezvous in
November. Make your plans now to get the
best deals possible so we can all meet to renew
friendships, make new ones, learn something
new and work to make ANPR better. The
facility in Coeur d'Alene is perhaps the best
to ever host a Rendezvous, so please plan on
attending.
Something I would like the membership to
think about between now and November is
the direction ANPR needs to go in 2007 and
beyond. I say that because nominations will be
open for three extremely important positions
on the ANPR Board of Directors.

The first is the position for fund raising. I
am sure all of you realize how important this
position has become as we strive to find new
sources of revenue to keep operations going.
The second is the position for membership.
ANPR needs to attract new members from
all disciplines if we are to continue to grow
and gain strength. The third is the position of
incomingpresident. Despite my term running
through 2007, the new president-elect serves
one year as a non-voting member of the board
before assuming office in 2008.
So please think about these important positions. If you know someone who would be a
good fit for any of them, let me know — or
consider stepping forward yourself. =£&=

Submissions
Prospective authors should contact the editor or editorial
adviser before submitting articles. Editor, Teresa Ford, 26
S. Mt. Vernon Club Road, Golden, CO 80401, (303)
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Herberger, (605) 433-5552.
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Submit copy to editor in Microsoft Word format or Rich
Text Format as an attached file to foreledit@aol.com or on
computer diskette to the address above.
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S U P P O R T ANPR and attend the Rendezvous this November
in Coeur d'Alene, Idaho. The Coeur d'Alene Resort (right), built
in 1986, has drawn national attention to the community. Turn to
page 29 for details about the Rendezvous. Also visit luww.anpr.
org to register online. If you don't have computer access, write
to the ANPR Business Office or Editor Teresa Ford for a paper
registration form. Addresses are on the back cover.

Copyright © 2006. All rights reserved.
Articles and images in this publication are the sole property of A N P R and Ranter magazine, except
where otherwise indicated. Republication in whole or part is not allowed without written permission.

RANGER • Fall 2006

• 1

Today is the Tomorrow You Worried about Yesterday
Workforce and Succession Planning in the National Park Service

By Heather Whitman
Yosemite

D

id you know that 34 percent of
the federal civilian workforce is
over 50 years old? By 2007, over
one third or the federal workforce
will be eligible for retirement, with 19 percent
eligible lor early retirement. When one-third
of our workforce retires, who will replace these
valuable, experienced employees? We've heard
the statistics, the predictions and the dire warnings. The aging of the largest-evcr generation
of the United States will affect every social
institution from employment to health care.
Precisely what the impact will be is, like all
future events, still a matter of prediction.
In the first 60 years of its existence, the
so-called Baby Boom generation has changed
every major social institution from education
to health care to employment. The "aging
workforce," a common phrase lately, is but
the latest phase in the progression of this
generation. The "brain drain," "the pipeline
problem," even the terms "workforce planning"
and "succession planning" have become topics
not just for academics and human resources
specialists in the popular media. There are
many predictions about the impact of this
mass exodus from the workplace.
The yet unanswered question for the National Park Service, which is definitely affected
by these trends, is "what can we do about this?"
This question is especially relevant with our
history of fiscal constraints and downsizing.
We face the potential loss of 40 to 50 percent
of our workforce in the next few years (I base
this figure simply on the workforce statistics
in ni\- current park, Yosemite). And, regardless of whether boomers retire at 55, 65 or
even 70, and even if the mass exodus does
not happen in the next year or two, it is
unavoidable that it will happen sometime
in the near future.

Succession planning ensures that there are
highly qualified people in all positions, not just
today but tomorrow, next year and five years
from now. Succession planning establishes
a process that recruits employees, develops
their skills and abilities and prepares them
for advancement, all while retaining them to
ensure a return on our training investment.
Succession planning involves:
• Understanding the NPS's long-term
goals and objectives
• Identifying the workforce's developmental needs
• Determining workforce trends and
predictions
In the past, succession planning typically
targeted only key leadership positions. In
today's organizations it is important to include
key positions in a variety of job categories. With
good succession planning, employees are read}'
for new leadership roles as the need arises, and
when someone leaves, a current employee is
ready to step up to the plate. In addition, succession planning can help develop a diverse
workforce by enabling decision makers to look
at the future makeup of the organization as a
whole.
Human resources, or human capital as it's
frequently called nowadays, should never be
an afterthought in federal management. In the
past, many agencies including the NPS haven't
given human resources the attention they deserved. The government cannot maximize its

Aggressive recruiting,
quality training and
leadership development
are part of the solution.

resources and accountability without focusing
on its most important asset: employees.
The key competitive difference in this
century will be people. It will not be process.
It will not be technology. It will be people.
The stakes are high. Personnel matters deserve
the same level of congressional attention that
performance, financial and information technology management have received in recent
years. We have not had significant legislation
dealing with the missing link — the people.
There are solutions. Aggressive recruiting,
quality training and leadership development
are part of the solution. But overshadowing
these elements are the critical tasks of workforce
analysis and planning to make sure skill needs
are being met today and will be met in the
future. When we're coming out of a situation
where we've been under constant streamlining and downsizing and rightsizing, as some
people may call it, it's even more important
that we engage in this kind of analysis because
our resources are fewer — both human and
dollar resources — so we can't afford to make
mistakes about what we're going to need in
the future.
The NPS needs to develop/implement an
information system that allows managers to
identify skills imbalances and project future
needs. Also essential is a human capital strategy
and workforce planning system that are directly
linked to the NPS's overall strategic and performance plans. In addition, NPS leaders must
ensure sufficient development programs are in
place to support a formal succession plan so
we will not be faced with a leadership void
once baby boomer managers retire.
The Office of Personnel Management is
spotlighting workforce planning as a critical
element in federal management. The NPS
can't hope to achieve its strategic mission

goals w i t h o u t paying attention to the talent
factor. There are no results without the people
to p u t t h e m in place.
In an effort to provide leadership on the
matter, O P M has developed a workforce
planning model that federal agencies can tailor
to their particular needs. O P M has created a
web-based system that p r o m p t s users with
relevant questions guiding them through the
following phases of the planning process:
•

Setting strategic direction—Establish
agency vision and objectives, and position h u m a n resources to be a strategic
partner in the process.

•

Identifying supply and demand
— Analyze d e m o g r a p h i c a n d other
data to determine workforce needs and
the best sources from which to draw
talent.

•

Scoping the discrepancies — Study
gaps in agency skills base and needs,
and how future demographics or other
factors might change either.

•

D e v e l o p i n g a plan o f action — Determine strategy for filling needs via recruitment, succession planning, restructuring
or other means.

•

M o n i t o r i n g and evaluation — C o n stantly reassess plans based on successes,
failures and changing agency needs.

T h e system allows users to link to a library
of helpful research. It also accesses
various data from a single point of
entry. This includes data from the
Bureau of Labor Statistics; O P M ' s
Central Personnel Data File, which
includes workforce data on diversity,
educational levels and age; and the
Census Bureau. Agencies can pull
their own h u m a n resources data
into the system to do trend analysis and comparisons between the
agency's workforce and the broader
workforce. It's a one-stop shop for
anyone w h o wants to d o workforce
planning.
This is not only a story of n u m bers, but a story of those w h o soon
will be eligible to retire. Rather, it
is a story of the loss of experience
and j u d g m e n t gained from those
experiences, which add up to a
knowledgeable workforce. T h e
N P S , with a shrinking workforce,
frequently finds itself in the situation where only one person knows
key information about processes,

procedures and the history of decision making.
In such a case, the loss of one person adversely
affects the operation of the entire organization.
So, we return to the practical question
— what can be done about all of this? Workforce and succession planning are the tools that
provide solutions to these problems. Planning
alone will not accomplish the retention of
experienced workers or the recruitment of
new ones. But, the full spectrum of workforce
and succession planning tools does provide a
variety of practical tools.
W i t h the recent retirements of four of the
most influential N P S leaders for me and my
career, I started thinking about what I personally am doing for workforce and succession
planning. W h o have I "taken u n d e r my wing"
to help him/her succeed in the administrative
ranks in the NPS? Guiltily, I haven't been a
m e n t o r to many — and to no one formally.
As an administrative officer at a major
national park, it's my responsibility to provide
or obtain a variety of management services
essential to the direction and operation of the
park. M y j o b is to aid park employees, through
my knowledge of and skills in dealing with
funds, people, equipment, and other tools or
resources of management.
Writing this article for Ranger has given me
greater incentive to be more proactive in the
workforce and succession planning in the N P S .
A good start is to become influential to other

N P S employees and future N P S employees
like those four leaders I mentioned.
O n a broader level (vs. personal level), with
the recent reorganization of the N P S h u m a n
resources function to an assistant director, I
hope the N P S begins a more formal process to
look at our workforce and succession planning
efforts.
Today is the tomorrow we worried about
yesterday. T h e time for action is now. =&5r.

Headier Whitman ii chief of administration at Yosemite, a position she's held since October 2001. Prior to
that assignment, she was the city program manager for
Yosemite from 1999 to 2001. She has served as chief
of administration at Amistad, Theodore Roosevelt and
Black Canyon of the Gunnison. She's worked at a variety
of national park areas — large, medium and small
— and at the Rocky Mountain Regional Office. She
started her National Park Service career in December
1988 after a brief stint with the U.S. barest Service.

•0- Visitor s e r v i c e s : Most of Yosemites 3.4
million annual visitors use some form of alternative transportation during their stay in the park,
including bikes and shuttle buses. In turn, park
employees manage these visitor services ranging
from trail maintenance to law enforcement, and
from concessions contracts to ranger programs.
When members of the federal workforce begin to
retire, will the NPS be ready to replace these highly
qualified employees and the skills they possess?

;•
RANGER • FaU 2006

•

3

Core Operations
By KatariinaTuovinen
Intermountain Region

T

he reality is that all NPS units exist in
an economic climate that dictates we
can no longer operate in the "business
as usual" mode. Congress rightly expects a level
of accountability and budget preparedness
from all federal agencies and programs. Core
operations analysis is part of a broader effort
Servicewide to integrate management tools to
improve park effectiveness and efficiency. The
process is designed to assist park management
in making fully informed decisions on staffing
and funding alternatives that tie to core NPS
and park goals and to help develop a strong
underlying rationale for any future budget
requests. At the present time, more than 53
parks in the NPS have gone through the core
operations workshop process.
The intent of the core operations process is
to improve management practices, to ensure
funds are spent in support of a park's well-defined purpose, that the funds are spent in the
most efficient manner, that a park's request for
funding is credible to the administration and
Congress, and most importantly, that there
are adequate funds (allocated properly) and
people to preserve and protect the resources
for which parks are responsible. A core operations analysis is not about cutting park funds
or staff; it is about using park funds wisely and
allocating them to the highest need.
A core operations analysis is park-based and
park-driven; and it provides a foundation for

a cultural shift in the way a park is operated.
The process is intended to:
• Focus resources toward functions that
are most essential to our purpose.
• Provide a basis for budget allocation and
human resources decisions.
• Link expenditures to the organization's
annual and long-term goals.
• Change the way we think about how we
work and stimulate new thinking.
• Identify management efficiencies to help
us work smarter.
• Provide a way to address changes in park
and program direction.
• Provide credibility for park and NPS
budget requests because those requests
are well-documented and thoroughly
analyzed.
• Maintain permanent personnel services
and other fixed costs at an appropriate
level of base funds in order to maintain
the operational funding needed to meet
emergency and other high priority
needs.
• Use cost benefit analysis to analyze opportunities for improving efficiency in
park operations.
• Evaluate funding requests to ensure that
they relate to activities that are essential
and important.

Workshop Process
A core operations workshop is usually
scheduled for three days at a park and is facilitated by an NPS superintendent or an

associate regional director. Park attendees are
identified and invited by the superintendent.
Prior to the workshop, a five-year budget cost
projection is completed by the budget staff. An
additional task required prior to the workshop
is the identification of activities done by all
FTE in the park. Tools are provided to assist
in this identification. During the workshop,
participants review the park's purpose, work
together to identify priorities, classify and determine which activities are essential and must
do. Participants also brainstorm efficiencies
that, if feasible, could result in the reallocation
of FTE or funds to higher-priority activities.
Post-workshop activities include development
of a position management plan, analysis of
identified efficiencies and ongoing use of the
budget cost projection.
The diagram (below) illustrates the steps
of a core operations analysis.

Implementation Strategy
The "real" work for the park begins after the
workshop is concluded. Often park management believes it would be helpful to revisit
and revise the park purpose and priorities.
Implementation of the core operations process
is focused on core work and the development
of position management strategies that will
allow park management to plan accordingly
so that a maximum effort can be applied to
those efforts to ensure park sustainability As
part of the core operations process, a park
will also work to achieve efficiencies based on
cost-benefit analyses of alternatives. The park

CORE OPERATIONS ANALYSIS
Wrap up, review
& next steps
Prepare 5-year Budget
Cost Projection
(prior to workshop)

Identify efficiencies,
action to achieve,
and impacts

Step 1

Analyze activities

Review activities &
associated FTE
Identify park
priorities
Develop park
purpose

Step 2

Step 3

Step 7

Step 6

Step 5

Step 4
Accountability &
Accomplishments
(post workshop)

is required to submit an implementation strategy (i.e. one year report)
to the regional director explaining how the park will manage within
its projected funding level and what the park will need to accomplish
core work.
The implementation of core operations is helping individual parks
and the NPS to be transparent, accountable and credible when dealing
with visitors and with public officials. Through this process, we are
able to clearly show how we do business, on what core operations our
funds are being targeted, and what additional funds we need to meet
our stewardship responsibilities. =£31=

A Graphic Look at a Budget Cost Projection

The graph above demonstrates that this park's costs are increasing at a greater
rate than base allocations, resulting in an ever-growing operational shortfall
over time. Clearly, this is not a sustainable scenario — changes must be made
now to keep this projection from becoming a reality.

The above graph illustrates the park shortfall by FTE. This is one of the most
valuable outputs of a BCP. This graph shows that this park will be able to
support fewer and fewer of their current FTE. In fact, by 2009 nearly eight
FTE would have to be cut just to keep the operation afloat. Park managers
can use this information to begin to adjust now, rather than waiting for
the dire times ahead.

A 'BCP' Overview
By KatariinaTuovinen
Intermountain Region

T

he budget cost projection is a management tool using
existing information from the NPS financial systems
(AFS 3). The BCP projects a park's funding allocation
and operational costs for five years and provides a "bigger picture" planning opportunity. The core operations
analysis process uses the BCP to understand how parks
and the region may be impacted if modeled scenarios
should occur.
Using the BCP, park managers can build upon the
existing data with organizational specifications to make
the projection unique and applicable. Overall, it is a park
management tool, which puts the power in the hands of
park managers to anticipate or define future organizational
change.
Historically, park operational increases have not kept
pace with rising park fixed costs. While parks are adept
at managing funds within current fiscal year allocations,
it had previously been difficult to accurately project future year costs, allocations and true needs. Starting with
a baseline, the BCP details the future health of a park
operation if it stays at status quo. Then park management
can use the BCP to run "what-if" scenarios around each
specific position and cost component, and demonstrate
in real-time the effect of management decisions on future
operating years.
As part of the core operations process, parks are asked
to evaluate their fixed costs (including utilities and labor).
In many parks, those fixed costs are up around 95 percent
or more of their base budget, and in some parks that
figure exceeds 100 percent. A high percentage of fixed
costs does not allow for flexibility if the park faces some
unexpected emergency or need. Many business models
suggest that the appropriate ratio of fixed costs to the base
budget is 80 percent. However, 80 percent is not a fixed
target. When parks undergo the core operations process,
they are asked to identify what ratio of fixed costs to base
budget is appropriate for their individual situation. LI

Katariina Tuovinen works as a business management
specialist with the Intermountain Region of the NPS. Site
works with park management to identify, quantify and
implement efficiencies. She assists parks in conducting
financial analysis to evaluate and implement cost savings
and revenue generating strategics. Before joining the NPS
in June 2005, she did economic and strategy consulting
for Analysis Group Inc. where she worked with corporate
clients on financial analysis and strategy development. She holds a master's degree
in business administration with a certificate in public management from Stanford,
a master's in environmental science, policy and management and a master's in
international and area studies from University of California at Berkeley, and a
bachelor's in natural resources from Cornell University.
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Examination
of a Mystery
By David P. Harrington
WASO
hat is the biggest mystery in the
world? Did aliens really crash
at Roswell? Does the Loch
Ness monster exist? Who
shot JFK? What was General Custer actually
thinking at the Battle of Little Bighorn? All
worthy mysteries, but apparently each rank
at best second to the greatest unknown in the
National Park Service — how does my park
get a budget increase?

W

The federal budget process has long been
thought of as dark and mysterious, a practice
that exists in a world inhabited by denizens
with green eyeshades. In actuality however,
there are procedures in place that serve to make
the process logical and understandable. While
the course of action is dynamic and subject to
the politics inherent in our system of government, the basic framework remains locked in
place each year. All NPS employees interested
in NPS programs need to and should understand the budget process. As former Director
George Hartzog famously once said: "Policy
— without funding — is just conversation."
The "annual" budget process is essentially
two years in length and involves various players, all of which have great influence at certain
times in the process. Beginning with the
Servicewide Comprehensive Call in October
(two years before the start of the fiscal year
under consideration), the NPS asks parks and
offices to update the two budget formulation
systems of the Service. For example, the call
for the Fiscal Year 2009 budget will begin in
October 2006, two full years prior to Oct. 1,

challenges
Compiled by Mark Herberger

W

hen things seem out of synch, not quite
right, and when two plus two equals
everything but four, "Who are you going to
call?" Within National Park Service circles, it
probably won't be Dan Aykroyd or Bill Murray
but instead, our very own "ghostbusters" of
sorrs — someone in Administration. Admin-

2008 — the start of fiscal year 2009. The two
budget formulation systems, the Operations
Formulation System (OFS) for basic budget
formulation and the Project Management Information System (PMIS) for project funding
detail, are web-based and facilitate one-time
entry of unfunded needs.
This article will deal with OFS only; PMIS
is fodder for commentary at another time.
First parks, then regions, enter, update and
prioritize their unfunded needs in OFS. The
identification of unfunded needs in the NPS
is a bottom-up process.

Setting Budget Priorities
Inherent in the budget process is the setting
of budget priorities. Again, first the parks, and
later, the regions set their priorities, numbering
increase requests sequentially after evaluating
their needs using specific criteria set by senior
leadership. The requests are then available for
Servicewide review.
The NPS does not establish priorities in a
vacuum; all policy emanates from the president
and flows down the executive branch chain
from the Office of Management and Budget
and, through the secretary, from the Department of the Interior to the NPS. Priority budget
themes are articulated and a preliminary budget
allowance for the year is determined by OMB
to which the NPS must adhere. The setting
of NPS budget priorities is both a top-down
and bottom-up process.
For the FY 2009 cycle, a meeting of the NPS
National Leadership Council (NLC) focused
on budget strategy will ideally be held early in
the budget cycle for FY 2009. Later, another

istrative employees, the traditional backbone
and behind-the-scenes players within the
NPS, provide ever-increasingly important and
complex roles in our mission.
Serving within 25 job series, administrative
employees formulate our budgets, process
our personnel, negotiate our grievances, and
place our checks in the mail. Administrative
competencies range from facilitation and
crisis management to repairing IT systems
and position analysis. Many of our resource
protection and visitor service achievements can

NLC meeting will be held in the winter or early
spring of 2007 to discuss the budget specifics.
This will allow time for the NPS to submit
its FY 2008 budget to Congress in February
2007, and to use the FY 2008 budget as the
starting point on which to build the FY 2009
numbers. At the NLC meetings, a summary
review of items contained in OFS will be
conducted, with each NLC member given
an opportunity to advocate and discuss issues
that they believe are of utmost importance for
funding consideration.
The NLC discussions are critical. For many
years the NPS could count on debating only
budget "increases" at such a meeting. Now,
more often then not, the discussion turns
to potential decreases and program eliminations in addition to judiciously advocated
enhancements or increases. Every kind of
program and item is touched upon, with the
coverage of "fixed costs" such as the annual
federal employee pay raise chief among them.
Both the budget and strategic planning offices provide statistical analyses of historical
funding and funding trends that help inform
executive decisions. NPS performance goals
are identified and discussed with the aim of
directing funding in a manner which will
allow the NPS to most efficiently achieve its
stated performance goals. More tangibly, the
ultimate objective is to build upon the FY
2008 bottom line request amount and show
a series of increases and decreases sufficient to
end up at the specified FY 2009 target.

How Parks Get Increases
The focus of this article concerns how a

trace their roots to someone in Administration who searched for the products, granted
the contract, log the finances, researched the
guidelines, and tracked the financial report.
Earlier this year individuals responsible for
administrative operations at parks within the
Northeast Region were contacted by Ranger
magazine to acquire their views on "their No.
1 challenge in fulfilling their administrative responsibilities." Short replies were requested but
as you will see, administrators of all types had
much to say about their sometimes "take-for-

specific park would get an increase. Let's explore
a scenario where the NLC decided during the
meeting that the overall NPS allowance could
withstand an initiative for park base operations totaling $20 million in increases. For the
sake of argument, let's also say that the NLC
decided that park increases addressing new
responsibilities or enhancing visitor services
should comprise the bulk of the $20 million
list. The critical question is how are the park
increases making up this $20 million request
chosen? Intuition? Randomly? Dart board?
The answer to each is, of course, a resounding no\ There is a method and a process that is
used. However, the traditional method used
for many years is being replaced by a newer
method which, in time, is expected to lead to
a true National Priority List of Park Operating
Needs from which any level or manner of park
base increases can be drawn.
Until the past budget cycle, the NPS was
far removed from actually having a National
Priority List of Park Operating Needs. Previously, the NPS had seven regional priority lists,
each with a No. 1 priority. Each region was
given a "prorated share of the pie" based on the
share of overall operational funding currently
in its possession. This means of budgetary allocation, while certainly imperfect, generally
allowed parks with the greatest needs to receive
budgetary relief as long as the executive and
legislative branches were dispensing a reasonable share of new funding.

Model, the Park Scorecard, Core Operations
Analysis and Business Planning — are in
development and implementation to assist
in this determination.
The creation of a national list of operating
priorities is a work in progress. Currently it is
heavily weighted on priorities set at regions,
and is validated and refined using data contained in the newly developed park scorecard
and ascertained during park core operations
analyses. The park scorecard is designed to
be a diagnostic tool to gauge performance
and efficiency, both Servicewide and at the
park level. The current scorecard consists
of 33 financial, organizational and strategic
performance indicators derived from existing data systems. The coming year will see a
tweaking of the process to arrive at a more
finished product. A definitive goal is to have
more clearly communicated criteria at the start
of the budget cycle and to use the criteria to
establish more consistency in the park and
regional priority setting processes.
It is the job of the NPS budget office to
review the national priority list and, based on
the guidance provided by the NLC, DOI and
OMB, select those increases that will make
up a $20 million park operations increase.
Goingsequentially down the priority list, park
increases that comply with the guidance are
selected until the agreed-upon level is reached.
The $20 million increase is now comprised of
a specific number of selected park increases,
with which the director must concur.

The past several budgets, however, have
been a challenge for the NPS. Diminishing
Even after the director's approval, the
budget allowances have been the norm in the overall $20 million increase has to withstand
face of increasing demands. Limited budget evaluation of its merit to remain included in
allocations make it imperative that funding the three separate, formal budget submissions
be directed to those parks that clearly have of the NPS (to DOI, to OMB and to Conthe greatest need and will
gress). Furthermore, the
produce the biggest jump
Policy without funding individual park increases
in performance. For this
must do the same. Ultiis just conversation.
reason, a suite of new
mately, the NPS increase
— George Hartzog of $20 million at 80 parks
tools and processes — the
Former NPS Director
Budget Cost Projection
for park operations could

granted" positions. While most of the contacts
at the Northeast parks were administrative
officers, some of the individuals in charge of
administrative activities were budget analysts,
administrative support assistants, and management assistants. Of the 48 inquiries (some
park areas had vacant positions while some
administratots serve mulriple parks units), 35
responded with these comments:

requirements have escalated sharply; base
increases have not kept pace with cola's or
the cost of goods and services; advances in
technology have allowed for faster processing
of information, but in order to keep abreast
of the new technology, one must constantly
be learning and adapting; staff has decreased
alarmingly through attrition, and we're just
getting plumb worn out!"

"The gteatest challenge facing administratots
today is having to do more with less. Reporting

"I administer two smaller units and provide
(continued on page 9)

hypothetically be reduced to $5 million at 14
parks. The key is the credibility of the request
and the sound analysis behind it.

A Few Final Hints for Parks
A few final words of caution: entering your
park's increase in OFS does not mean the NPS
has requested funding for a particular need. Nor
does inclusion in the DOI or OMB submissions
indicate anything of particular importance, despite the fact that this is a necessary step along
the path to reach your ultimate goal. Only
those increases included in the Budget Justifications (the "Green Book") — the president's
official submission to Congress in a given year
— merit the distinction of being an official
budget request. Too many times park staff has
been known to relate to others that money was
"requested in the budget but not approved." The
funding need may have been "identified," or
may even have been "approved by the region."
It may be selected for "inclusion in the DOI or
OMB submission." However a park increase is
not considered as requestedm the budget unless
it is included in the NPS Green Book.
One last note: no actual increases were
harmed by the writing of this article. Fiscal
year 2009 has not even begun. But now that
the mystery has been unraveled, I hope you
are better prepared to fight the budget battles
that are ahead of us, even as the process is everchanging. Armed with this knowledge, your
sound analysis and clear, concise justification
of needs will shred the fog of mystery and allow
the NPS to carry the day. ,j£s^

David P. Harrington is
the budget officer of the
National Park Service.
A historian by training,
he has ivorked in the
budget arena for the
NPS for 25 years. He
began his NPS career in
1976as a temporary in
the National Register of Historic Places evaluating
national register• nominations. Sincecoming to the
NPS Budget Offce in 1981, he has served in a
variety of positions in budget execution andbudget
formulation. He was named budget off cer in 2006.
When not crunching numbers, Harrington enjoys
anything to do with military history and rooting
on his beloved Maryland Terrapins to numerous
national championships. He received his bachelor
of arts in historyfiom the University ofMaryland
and resides in Hyattsville, Maryland, with his
wife, Jana Over, and their two cats, one named
afier a Civil War general.
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Individual Responsibility and IT Security
Compiled from Information from the WASO Chief Information Office

F

or the past several years, one of the
objectives of IT security has been to
keep as much of the security burden
off the end-user. Through the use of firewalls,
automatically updating antivirus software,
spam-filters and other technology, the chief
information officer supports local information
management operations in creating a secure
computer environment. However, the effectiveness of all these tools is greatly diminished
when vulnerabilities due to procedural errors
are examined.
Misdirected communications, lost media,
stolen laptops, compromised passwords and
accidental posting of sensitive information
are headline-potential situations that can be
costly and embarrassing to the National Park
Service. Even with the best technology, users'
cooperation is vital to the mission of the NPS
and related data. According to Responsibilities
for Computer Use, the document containing
the rules of behavior for the use of NPS IT
resources, "users are accountable for actions
related to information resources entrusted to
them." This message is also repeated in the IT
Security Awareness Training course that users
have completed over the past several months.

A single detrimental event can cause lasting
damage to the individual and collective goals
we share in supporting the NPS mission.
In addition to complying with IT policies,
procedures and responsibilities, users can
strengthen NPS IT security by talking with
supervisors and co-workers about procedural
weaknesses that are potential risks for exploitation. Engage and involve an IT security
manager when appropriate. By making IT
security awareness a part of their daily routine, reporting incidents when they happen,
and raising and/or elevating concerns to the
appropriate level, users become an integral
component of the NPS' IT security. Current
and advancing technology performs a lot of the
heavy lifting, but constant vigilance by users
will always be required for a secure computer
environment.
As an NPS employee, contractor or volunteer, you have a role and a responsibility in the
protection on NPS information and information assets. To ensure adequate understanding
of your role in IT security, the NPS provides
two forms of training. When first joining the
Service, each computer user must read and
sign the NPS Responsibilities of Computer Use.

NPS IT users completing the security awareness training

MR

4855

1137

4856

NER

2825

1247

2825

0

PWR

4174

1150

4207

33

SER

2580

696

2580

0

MWR

2300

474

2300

0

NCR

1357

299

1358

1

WASO

1183

87

1185

2

USPP

684

72

692

8

AKR

812

228

812

0

DSC

243

1

243

0

HFC

160

3

160

0

JobCorp

5

43

6

1

Orphans*

14

2

14

0

21192

5439

21238

Totals

* Orphans havei no regional information with their user IDs
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Supervisors of new employees muse ensure the
document is signed prior to issuance of the
initial network login (user ID and password
combination). Eachfiscalyear the Department
ofthe Interior updates the End-User Computer
Security Awareness training and releases the
new version shortly after the beginning of the
new FY. New computer users must complete
the end-user computer security training when
first hired and annually after the new version
is released by DOI. •

Passwords
User Ids
Construct effective passwords by following the
NPS rules for complex passwords.
What not to use:
• Don't use your login name, e.g. smithj, in
any form (as-is, reversed, capitalized)
• Don't use your first or last name in any
form.
• Don't use other information easily obtained about you. This includes license
plate numbers, telephone numbers, name
of favorite sports team, the brand of
your automobile, your spouse's or child's
name, etc.
• Don't use a word contained in English
or foreign language dictionaries, spelling
lists or other lists of words.
• Don't use a password shorter than eight
characters.
What to use:
• Do use a password with mixed-case letters and with non-alphabetic characters,
digits or punctuation, or combine with alphabetic characters, such as $robkoT2!
• Do use a password that you can type
quickly, without having to look at the
keyboard. This makes it harder for someone to steal your password by watching
over your shoulder. —I

challenges
(continued from page 7)

oversight to a third. Small parks have all the
same requirements that larger parks do with
generally only one or two staffers to manage
them. I frequently hear the term 'overloaded'
both in terms of having to absorb new information, learn new programs, remember yet
another set of logins and passwords, and also
in terms of the tremendous workload. Many
feel that they do not have the luxury of giving
any one task the full level of attention and
detail they would like — simply because there
is not enough time, which leads to a sense of
helplessness and loss ofjob satisfaction. Fortunately, most administrative types are a hearty
bunch and have learned to take these issues in
stride — mostly out of self preservation, but
it remains a concern."
"Dealing with all of the bureaucratic weenies
(that's a technical term), who stand in the way
of park operations. While I have much power
over those who work for me, I have none with
those who work in regional or other central
offices."
"The slowness of our online programs. It is
bad enough that the ranger and maintenance
staffs have to take time out of their busy day
to do programs like FPPS, Travel Manager,
PMIS, FMSS, but what used to take a few
hours now takes all day."
"When we get requests for information from
the regional offices and WASO. Sometimes it
seems that the)' think we don't have anything
better to do except gather information. I think
that all of us would at least feel better if we
knew why they needed the information and
that we have an assurance that someone is
actually looking at what we submit."
"In the Northeast Region each subcluster
is developing admin resource-sharing plans
among their parks, and the RO is working on
a regionwide plan as well. Unfortunately, there
are psychological barriers among some (pardon me) superintendents and some longtime
employees, that are hampering these efforts.
This is a new day in the NPS and we each as
individuals need to elevate our thinking, put
aside our personal baggage and step into the
new arena."
"Lack of administrative staff at 11 other parks

to which I lend budget and finance assistance
from time to time. I find this is becoming true
across the Service. Our automated systems
and programs are nice, but someone has to
feed them!"
"The budget. There is a large discrepancy
within parks in the NER relating to resources
allocated to administration. Some parks of
similar size have eight Admin people within
the park and others only have one or two.
There needs to be some consistency since the
same tasks need to be accomplished across
the board."
"Reduced administrative staff; increased
administrative and management programs;
increased reporting — i.e., GPRA, ACT,
FMSS, along with a myriad of individual
reporting; reduced time allotted for reporting, sometimes same day, or even only a few
hours; eliminating administrative conferences
when all other divisions and superintendents
continue to have annual meetings."
"Proliferation of IT systems that require admin
personnel to be a master of many diverse software programs. This includes PMIS, AFS 3,
IDEAS, QMIS, SMIS, GPRA, FMSS, ACT
(NER only I believe), FPPS, Travel Manager,
OFS, PMDS, My Learning Manager. We
tallied up more than 20 different systems. It
is hard to keep up and all are important in
their own way."
"Keeping up with ever-changing and increasingly demanding online computer systems,
background investigations and a lack of adjudication resources, and a reluctance to fill a
key administrative position with a permanent,
full-time employee because of ONPS funding
shortages.
"Seven parks belong to the upstate New York
sub-cluster administrative resource sharing
team. We started this initiative about two years
ago and are being looked on as the lead model
for the rest of our region. We have three AO's
that have the responsibility of coordinating and
advising Administration through this transition. While we have encountered challenges
along the way, we feel it is important to realize
we are still in the infancy and this process is
a work in progress. We need to remembet to

remain flexible and open to new ideas on how
to best meet the administrative needs of the
entire sub-cluster, not just our home park."
"Instead of eliminating obstacles to make our
jobs more productive and satisfying, we seem
to do the opposite. Contracting warrants are
under attack at the same time we strus;frle to
DC

find qualified personnel to do those critical jobs.
Project funds are often received so late that it
is a struggle to meet all of the contracting requirements and make the best use of the funds.
Obscene amounts of paperwork are required to
conduct background investigations on seasonal
staff that are typically long gone before their
paperwork is adjudicated. And surprisingly
it's becoming increasingly difficult to provide
good administrative support to park staff.
Programs like Travel Manager, Trip Manager,
My Learning Manager and Employee Express
shift the burden to the individual, requiring
each of us become proficient in these programs
and reducing our efficiency."
"Diminishing workforce due to diminishing
budget."
"For all of our technology and effort to gather
and analyze data, we'll probably look back
on this period in history and consider it the
'lack of information arte' or the 'overload of
o

information age.' "
"The constant distraction of responding to
an ever increasing number of administrative
requirements. It seems that we track for the sake
of tracking and layer more and more requirements as we go (PMIS, IDEAS and FMSS are
prime examples). A quick look at the systems
link on ivww.inside.nps.gov and you'll find at
least 18 databases that administrative personnel are required to use. Many continue to get
more cumbersome while others are replaced
just as we begin to master them."
"Managing the money so that we can protect
our wonderful historic structures and provide
services to our visitors beyond just adequately.
We are 800 yards off the tip of Manhattan in
New York, managing 22 acres of a 172-acre
island. We are not the Statue of Liberty, but
we have some of the most pristine acreage seen
by millions of people as they float by on the
(continued on page 15)
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Faces of Administration
Behind-the-scenes employees
serve the mission of Badlands and the NPS

Compiled by the Administrative Employees, Badlands
BADLANDS NATIONAL PARK MISSION STATEMENT: Badlands National Park preserves a diversity of significant resources
for the education and inspiration of a world audience. These resources are a blending of the best known Oligocene fossil deposits
contained within archetypal Big Badlands formations, a rich and varied cultural history spanning from paleo-Indian occupation
through the early 20th-century homesteading period, and a fine expanse of a mixed-grass prairie ecosystem. Other qualities,
most notably the wilderness character, clean air, quiet, solitude, vastness and natural processes, provide visitors with a setting for
exploration through such experiences as hiking, camping, wildlife viewing, scenic drives and vistas, research and educational opportunities, and quiet contemplation. --"A •

W

hen you place a phone call to the human resource assistant at Badlands, the
immediate greeting is: "This is Barb Gartner,
how can I help you?" Barb sees the work she
does from a matter-of-fact sensibility, "these
tasks have to get done otherwise the employees
won't be around," and from a genuine congeniality, "I've always liked Administration, the
paperwork and the people — with the variety,
it is never the same two days in a row." Some
of the more critical duties are completing personnel actions and vacancy announcements,
tracking payroll, filing OWCP and processing
awards. Barb has been a part of the administrative team at Badlands for nine years and lives
just down the road from park headquarters
in Interior, South Dakota, population 67. A
piece of human resource advice: "Check your
official personnel file every once in a while to
make sure it is up to date."
10
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I

nformation technology has fast become
one of the most critical program areas in
any park area, large or small. As the IT specialist for Badlands, Valerie Reeves views her
position as essential for other park employees
to achieve their day to day tasks, and for the
park as a whole to achieve many of its yearly
goals. Among many tasks, she maintains and
supports the park's PC, server, network, printer
and phone systems. Doing so, Valerie is able
to maintain contact with most employees
throughout all of Badlands' operations — one
of the most enjoyable aspects of her position.
She has been at Badlands for a year and a half,
transferring from her IT position with the Forest Service. One piece of administrative advice
from Valerie to other Service employees is "to
be patient with our IT equipment, our communications systems, and most importantly,
one another."

I

n a park with a large land base like Badlands,
resource management functions are varied
and complex. Although not a member of the
Administration Department, Laniece Sawvell
is the administration support assistant for
resource management. She experiences first
hand the necessary and multiple tasks of such
an operation as she coordinates the budget,
payroll, files, travel and fire dispatch activities.
"Keeping everybody working together" is one
of the most important aspects of her job, and
Laniece finds a lot of satisfaction with her
administrative position's diversity. She says,
"If you're in the NPS, do it proud!" Although
accumulating more than 10 years of service
at Badlands in various positions, Laniece has
recently attended Fundamentals, which she
recommends to any employee as a "wonderful
training experience."

C

ompleting purchase agreements, researching contracts, managing property, issuing
accounts payable and maintaining service
agreements may spotlight some of the duties
of the park's purchasing agent/contracting
officer. But John Pound takes a more philosophical approach. To him, his duties include
"meeting the needs of end users; completing
the assignments in a timely manner; allowing
others at the park to succeed; and finding the
best, fair price." For John, his administrative
position at Badlands is a "breath of fresh air,"
especially when he is able to see the positive
and direct results of his work. John recently
transferred to the NPS from a similar position
with the Veterans Administration in Salt Lake
City. He sincerely likes this new chapter in his
life including living on the prairie grasslands
near Philip, South Dakota.

A

lthough the position description for a
superintendent's secretary list tangible
duties such as correspondence, scheduling
and travel management, other more intangible KSAs define the person. If you were to
encounter Pam Livermont on the phone, via
correspondence or in person at the Badlands
headquarters office, certain characteristics are
obvious from the start — organized, personal,
engaging, timely. And they mesh with the
balance of a juggler, detail of an accountant,
finesse of a diplomat, focus of a NASCAR
driver and dedication of a ranger's ranger.
Pam enjoys the ever-changing happenings as
the superintendent's secretary and the public
relations side of her position with WASO, the
regional office and congressional staffers. She
started at Badlands as a volunteer-in-parks
more than six years ago. In addition to her
current position, she has been president of the
Employee Association and serves as the cook for
the park's annual Buffalo Roundup. Her advice
to other secretaries or administrative personnel:
"Be patient with Travel Manager."
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ne of the newest administrative-related
permanent employees at Badlands is a
lesson in perseverance. Vona Cuny began her
career 10 years ago as a janitor, working her
way via the trails crew and roads division to
her new position as the facility service assistant.
Working on payroll, making travel arrangements and serving as the receptionist for the
largest employee group (facility management)
in the park, Vona feels right at home "enjoying
being around all of the employees." She also
likes driving the 4-wheelers during the park's
annual Bison Roundup. If given the opportunity to contact other employees with a helpful
hint, Vona says to "smile and keep a good attitude," great advice learned from her ranching
community roots. Last year Vona received an
award for her work with implementing data
input into the park's FMSS program.

L

inda Harvey has served in a variety of
seasonal administrative positions for nearly
three decades. As Badlands' current visitor use
assistant/remit, she is now responsible for the
daily and weekly processing of entrance fees
from three stations, visitor center donations,
campground fees and the "Pig Dig" donations.
To Linda, this position suits her just fine,
allowing her "to get around to see the park
and to be with people daily." She additionally
shares an appreciation for the fee program,
seeing how it has allowed Badlands to provide
visitor facilities that would not have been possible otherwise. Ifgiven the opportunity, Linda
would communicate with administrative and
other employees one of her mottos "to take the
high road and try to get along." Originally from
North Dakota, Linda now lives on a nearby
ranch just outside Interior.

A I T /1T1 C

Be patient with our IT
equipment, our communications
systems, and most importantly,
one another.
— Valerie Reeves
Badlands

I

f there are 101 little nuances to coordinating all of the facets to a park's budget, then
Linda Livermont wrote the book on them.
As Badlands' budget analyst, Linda's on-thejob interests focus not only on critical fiscal
duties but also on the Servicewide Call, the
fee program, and training fellow employees on
the practical do's and don'ts of the job. As a
superintendent's best friend, this budget analyst
"wants to make sure everything is legal and
above board." Linda is one of those employees
arriving earliest in the morning — simply
because she enjoys the work. She really likes
the processes of the fee program and "being
here from the ground level of the program."
Unknown to most employees outside of the
Badlands area, Linda is a real-life hero. She
recently donated a kidney for transplant to her
husband, Galen. Both are doing fine.
RANGER • Fall 2006
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A
P

erhaps an employee's office arrangement
is a reflection of the individual, so colorful and inviting describe Connie Wolf, the
administration support assistant for Badlands'
Resource Education Operations. Connie began
her career with the NPS 11 years ago as a seasonal employee, and for her it is a daily pleasure
"seeing peoples' reactions to Badlands." While
support functions such as payroll and travel
are major components of her position, Connie
also emphasizes the importance of her visitor
services role. She delights in developing a
Junior Ranger program for preschoolers — a
current duty that is part of her assignment in
the Services' two-year Employee Development
program, in addition, connie serves on the
safety committee and is active in the park's
employee association. She resides in Wall,
home of the famous Wall Drug Store.

B

T

rue division leaders know the value of their
operations. Marcia Huether, Badlands
administration officer for 14 years, provides
a poignant summary: "Administrative work
is critical to the NPS mission. Every function
of the NPS travels through the hands of an
administrative person. People would not get
hired to do mission work; contracts would not
be 'let' to do mission work. Dollars are very
critical to the accomplishment of mission work
and every dollar filters through the office of
administration and is distributed out to the
field. In the computer age, not much happens
when the network is down. All of these functions revolve around administration." Born
and raised in South Dakota, Marcia would
not want to live anywhere else. For her, "it's
a great place to raise a family." In addition to
her administrative duties, Marcia serves on an
incident command buying team. Her insider
tip to fellow NPS employees: "Be flexible and
try to get both sides of the story before you
take action."

arb Sawdy has an eye for detail and a passion for book work, perfect traits for a chief ranger's
office assistant. For Barb, her administrative duties — LE dispatch, park switchboard, public
relations for the division, timekeeping, budget, lost and found — are all critical components of
our Service mission. She looks at public safety, resource safety and good public relations from a
proud point of view. She reflects on some critical incidents sometimes with an emotional tear
,showing the care and concern for fellow staff and visitors. Barb "really enjoys" the challenge
of book work and numbers, and in balancing the bottom lines. Barb has been at Badlands for
a little over four years, along with her husband, Ray, who serves as the Badlands buildings and
utilities foreman. If given the opportunity to share some guidance with other NPS personnel,
she says "to give it your all and keep smiling — it always comes back to you."
12
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variety of duties, assisting other functions and personnel in Administration,
and "counting money" make Amanda Pierce
perfectly suited to the administration clerk
position at Badlands. Having a previous job
counting millions (of dollars) in a casino, one
of Amanda's favorite duties "is putting a skill
nobody knew I had to good use, assisting with
the park's remittance." Beginning two years
ago as a SCEP employee, Amanda's proudest
moment came when she was converted to
permanent status. Naturally inquisitive, she
wants "to know the why of everything." She
enjoys the different aspects of administrative
work, perhaps with the exception of "why does
the computer have to go off every 15 minutes
now!?" Amanda is originally from the small
South Dakota town of Kyle, located south of
Badlands on the Pine Ridge Reservation.

Taking a Look at the Human Capital Organization
Compiled from the WASO Office of Human Resources

T

he Department of the Interior and the
Office of Management and Budget
have been urging agencies to ensure
that their operations are as effective and efficient as possible. As part of our response, the
NPS is undertaking a Preliminary Planning
Effort (PPE) review of our human capital
organization.

It has three phases. In the first phase
— funded and underway now — we will
focus on gathering data on the human capital
function across the NPS. Human capital includes human resources, equal employment
opportunity and employee development.
Interviews will be completed with a sample
of employees in human resources, EEO and
employee development. To reflect the variety
of situations that occur across the NPS, people
selected for these interviews will represent all
types of parks and all levels of the NPS organization, and will be in a variety of geographic
locations.

Four groups of people will have a major role
in conducting the first phase of the planning
effort. One group includes regional directors
Marcia Blaszakand Mary Bomar, the executive
leadership for the effort. They provide strategic
direction and make the decisions on the bigger
issues. The director of the NPS will use the
results and recommendations generated in the
PPE to make the final decisions.
Two additional phases are planned for rhe
future. In phase II, we'll use dara collected in
the first phase to produce performance work
statements which describe, in detail, the tasks
involved in doing human capital work. In
phase III, we will develop a "most efficient
organization" to align our staff and funding
around the work described. A market analysis
is done to determine what it costs for private
industry to do the same work.
Portions of our present organization date
from the restructuring of the mid-1990s;
others are much older. There is widespread

perception that our current organizational
structure contributes to confusion in roles and
authorities, overlapping responsibilities, and
inefficient use of our limitedstaff and funding.
Our central offices — faced with chronic and
increasing shortages of staff, as well as minimal
automation — have limited ability to provide
oversight and technical evaluation ofwork done
by field units. Many of our most experienced
human capital specialists and managers are
approaching (or already have passed) the age
at which they are eligible to retire.
This preliminary planning effort provides
us with an opportunity to step back and do
a thorough assessment of our NPS human
capiral organization. Looking strategically
at our whole human capital organization,
across the entire Service, will provide a much
more complere picture of our needs and our
capacities than could be gained by a number
of small reviews. Q

Frequently Asked Questions on the Preliminary Planning Effort
Why really are we doing this?
Should we trust the Steering Committee?
A ; The way that we've been doing business A : Again, we'll have to earn that trust. We
— widely dispersed with minimal automation hope to earn it through being as open as we
— isn't working as well these days. People are can be in the process. We'll use a website to
retiring or moving on, and we aren't able to fill post documents, alert you about the CACI
behind them. We are under significant pres- travels, ask for and respond ro your thoughts
sure to be more efficient within diminishing and ideas, and strive to keep our commitresources of staff and dollars. Our choice is ments to you.
to undertake this organizational assessment
ourselves rather than have others ourside the Will all of the decisions be made by GSNPS do it for us. The PPE is a way of design- 15s and we little guys will have to just
ing our best solution
one that reflects the accept it?
strengths of the NPS and responds to our A : The majority of decisions will be made
unique needs.
among the Steering Committee members and
the two regional directors. The director of the
Who are the consultants, and why should NPS makes the final decision. You can help
I trust them?
by providing solid information about exactly
A; The consultant CACI has been around what you do and how you think your work
for more than 25 years and has done lots of could be done differently to improve things.
workforce and organizational reviews in gov- Your information is what those "big guys" will
ernment settings. They have an outstanding base their decisions upon. It's our hope that the
rate of success in developing clear, defensible decisions will make sense and be worth doing,
and doable "most-efficient organizations." especially given an increasingly tight funding
As far as trusting them, they'll have to earn and staff environment, which seems to be our
your trust. The best you can do is ask them world for the foreseeable future.
questions if they are in your park, ask questions
of the Steering Committee, and watch to see Will the higher-graded employees be prohow they conduct themselves.
tected, while we lower-graded employees

get downsized?
A; We don't know where any changes in various organizational alignments might be and
who would be affected by such changes. We
won't know that until after phases II and III are
complete. Phase I is about getting really good
information so we can make sensible decisions.
It's likely that change will be felt throughout
the human capital otganization and will affect
higher- and lower-graded employees alike, in
terms of how work gets done (perhaps more
automation?), supervision (possible changes
in how and to whom we report), and perhaps
what groups we serve.
Will anything good come of this?
A ; We sure hope so. What we know is that
the way we're currently operating is getting
sketchy for all of us . . . less staff, increased
workload, and more need to use information
systems that are automated. If we do nothing,
but just sit back and wait for this to pass, we're
certain that a reorganization will be imposed
on us from a source outside of the NPS. We'd
prefer for us in the NPS to have more of a
say in how the human capital organization is
structured and experienced.
(continued on page 15)
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The NPS Workforce Review
Compiled by the Office of Equal Employment Opportunity, WASO

T

he National Park System represents the
contributions of the diversity of the
United States and belongs to all citizens of
this nation, and all have a stake in its longterm preservation. Recognizing the multiple
frameworks underpinning diversity, it is a
important that the mission and goals of the
National Park Service are linked to diversity.

When this is accomplished, diversity becomes
an organizational strength that contributes to
achieving results.
Each quarter of the fiscal year, the WASO
Office of Equal Employment Opportunity
compiles and releases a statistical report reviewing the National Park Service workforce.
This "Workforce Review" of our employees

has been developed to provide managers and
supervisors a snapshot of the composition of
our employees at a specific three-month time
frame. Through a comparison and contrast
with previous quarterly reviews, we are able to
illustrate changes in the diversity of the workforce, and the representation of minorities,
women and individuals with disabilities.
These reports are tools that should provide
vital information regarding the human capital
management decisions that are being made by
our managers and supervisors. In addition, the
quarterly reviews are indicators that should be
used to develop strategies for providing greater
equal access to equal employment opportunity
for minorities, women and individuals with
disabilities.
As we continue our efforts to become a
model federal employer, the NPS will actively
recruit, hire, develop, maintain and retain a
workforce that reflects the demographics of
the nation. Each quarterly workforce review
contains numerous charts, tables and graphs
covering a variety of NPS regional and servicewide employee statistics.
Illustrated at the left, two charts from the
first quarter FY 06 review show how the NPS
permanent workforce compares with the national labor force. •
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challenges
(continued from page 9)

Staten Island ferry and stand at Battery Park.
We are a new park and are feeling our way with
our island partners. Together we are working
to do the best job we can."
"Keeping up with the onslaught of legal and
technical requirements for all of the Admin
program areas even if the park has few programmatic requirements. For example, if we hire
any temporary employee, we need to know the
new requirements for background checks. Ifwe
need to order IT equipment, we need to do a
purchase request in IDEAS. I have a Level lb
warrant. If I cut one purchase order in three
years, I need to know SAP procedures, how
to use IDEAS, and how to use the FPDS-NG
reporting system. This park is resource shared
with a larger one for personnel (I refuse to refer
to myself as human capital) and for contracting. Still, they don't and can't do it all. It is a
partnership the small-park generalist shares
with specialists. That requires the generalist
to have some specialized knowledge to carry
some of the load."
"I began NPS life as a park ranger, 11 years.
I've been in Admin for 19 years. I buy into the
statement that my job is to protect resources
and educate visitors. In the last few years,
business for business' sake has become the
primary NPS mission. There's a disconnect.
Admin's role should be recognized for what it
is — support of the NPS mission. The focus
should be on Admin's role within the agency,
not AS the agency.
"Lack of a professional administrative com-

Ode to Admin
A purchase right away, OK,
But sole source — no, not today,
You see, we must be open and fair,
Who but the government would care?
Not to worry, we'll make contact,
Whether a PO or contract,
Please transmit your DI-1
Before the purchase steps are done,

Her PC has been bar coded,
Just in case you haven't noticed.

munity within the NPS, within which AO's
work together to attract, train and retain
future AO's, and share expertise, problems
and solutions to common challenges. Some
of that happens, of course, but not enough.
Perhaps that's because Administration is a series
of stovepiped specialty areas (budget, HR, IT,
procurement, property management) with a
generalist AO in charge?"
"The Service's failure to identify, train and select
for business management skills in theAO series.
How many AOs have a business degree? How
many recent AO hires have been from outside

(continued from page 13)

W h y s h o u l d I participate?

I'll arrange for her access to PMIS,
No, this will not require a test.
Before she travels, there are two things,
That should be established in getting her
wings,
A profile is needed for the E-Travel system,
And direct deposit is an absolute gem.

Your account number should be included,
Remember, budget limits are not precluded. Payroll codes in FPPS,
Have been entered for NPS.
Your new employee will EOD,
We've already coordinated with IT.
Your employee is all set to embark,
Yes, the training is required,
Her new adventure begins in the Park!
You knew that before she was hired.
And this is my praise to all of Admin,
Her phone number is on the list,
How does one achieve,
Her voice mail set by our telecom specialist. If one never begins.

Q & A on preliminary planning process
A : Good question. We've all experienced
well-intentioned requests for participation in
the past, only to discover that the answer was
already out there. We don't have the answer.
Really. Our best hope is to have enough of you
willing to share what you do in your job and
where you think we could improve to make
a thoughtful and appropriate decision about
how best to deliver the important functions of
human resources, equal employment opportunities, and employee development throughout
the Service. •

When her paperwork is all complete,
We'll bring her in so you can meet.

Mary Bomar, after a
number of years as a civilian employee of the U.S.
Air Force, came to the
National Park Service in
1990. Over the years she
has served at Amistad,
San Antonio
Mission,
Oklahoma City and Independence. In theadministrative field she has been
an administrative officer,
assistant superintendent
and superintendent before
becoming director of the Northeast Region in 2005. She has
a business background that includes personnel.

— Lee Hammond
Chief of Administration
Lowell National Historical Park

the NPS? The business plan effort has led to
the Business Cost Projection module in AFS3,
and FMSS and Core Operations bring a new
suite of analytical tools to the table, but AOs
(and superintendents) are often unprepared
to use them to best advantage."
"Maintaining a sufficient level of expertise in
the many areas encompassed by Administration. Even with resource sharing, one still
must have knowledge in that shared area.
Coinciding deadlines, with some many areas
of responsibility, inevitably important items
end up being due with the same timeframes.
Most of the automated systems we use are
not linked. Hence duplicate entry is required.
Often the entry is done by different folks who
have different interpretations of the same question, the result being systems with conflicting
information."
"Lack of funding and FTE is a challenge in
Admin as well as everywhere else. And then
there's the largely antiquated and cumbersome
maze of laws, regulations, policies, orders,
directives, guidelines and procedures under
which we operate. Position classification and
property management are my two 'poster children' in this area. The preceding are all on the
big-picture side of things. Getting to a more
(continued on page 17)
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Lavender Blue Lemonade
By Chris Bernthal
Midwest Regional Office

D

id you try the Lavender Blue Lemonade
at your neighbor's cookout
last summer? No? You
thought lemonade should
be yellow, maybe pink, but
not lavender blue? You
thought changing that American summertime
drink was going too far, almost unAmerican,
by putting lavender buds and blueberries in
a drink and calling it "lemonade"? Me, too.
But then, nobody asked me and served it to
me anyway. And guess what? It wasn't so bad
after all, although it wasn't lemonade.
Over the past couple of years, almost all
of us in the National Park Service have tasted
Lavender Blue Lemonade: background investigations for seasonals; 45-day hiring models;
government charge cards; and electronic
timecards, earnings and leave statements and
travel vouchers. It maybe wasn't exactly what
we would have ordered (given a choice), but
it wasn't so bad once we got used to the taste.
And in most cases, it actually helped us do our
work more efficiently, more accurately and/or
more cost-effectively, while holding us more
accountable.
Foryears Administration has been adapting
to change, partially because regulations and
policies keep changing and partially because its
function is to support others, thereby forcing it
to hnd ways to improve service. Over the next
several months and years, transformations in
the way the NPS does its administrative business will take place. All of us will be affected,
either in how we initiate a request, how we
receive administrative services from others,
how we accomplish our work or how we obtain
information. But, don't get too used to the
current "lemonade" you're drinking because
several pitchers containing new concoctions
are about to be served.
On Oct. 1, 2006, the Department of the
Interior instituted a new contracting officer
warrant and certification program. How will
that affect employees who are not warranted
contracting officers? The definition of the
acquisition workforce has been expanded
to include not only contracting officers, but
contracting officer (technical) representatives,
project managers, and others who play an active role in the acquisition process. Employees
involved in the acquisition process will be
required to meet positive education require16
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ments, certification requirements and/or take
a certain amount of training in order to show
a proficiency in their acquisition duties. This
means more time and/or dollars will be spent
on acquisition training, andobtainingwarrants
for new contracting officers may take longer.
In the interim, parks may have to obtain their
acquisition services from other offices in order
to acquire their needed supplies, services and
construction work.
Another new initiative is a result of Public
Law 106-107 passed in 1999 and two DOI
Inspector General reports issued in 2006. The
law paved the way for all non-discretionary federal financial assistance opportunities (grants
and cooperative agreements, including those
with Cooperative Ecosystem Study Units) to
be announced or advertised in Grants.gov, the
governmentwide website for posting federal
financial assistance opportunities to the public.
If an entity expresses an interest in a published
federal financial assistance opportunity, the
NPS must consider the proposal before finalizing any document. When projecting timeframes for financial assistance requirements,
extra time will be needed to allow for this new
process. Preliminary discussions in the DOI
have also taken place to develop a separate
warrant program for approving only federal
financial assistance instruments, similar to the
contracting officers warrant system.
On Oct. 27, 2006, the DOI must start
issuing identity cards (those Smartcards that
really aren't so "smart" because they haven't
found us yet!) to employees and contractors.
The NPS Washington Office will lead the way,
but it probably won't be long until all NPS
employees and contractors who need access
to government computers and buildings will
be required to obtain the cards. One delay
has been with agencies meeting the detailed
specification requirements for the cards.
Other initiatives include studies of human
resources functions in both the NPS and DOI.
(See related articles earlier in this issue.)
One initiative being considered is an online electronic hiring system. While the NPS
is already using QuickHire to recruit and
hire a limited number of seasonal positions,
the DOI is considering using one program
for all of its bureaus. While this is not new to

Maybe by next summer
we'll be sipping
tangerine red lemonade!
many bureaus, if enacted it would be the first
time the NPS would use an online program
to recruit and hire permanent positions. Lists
of candidates would be generated using the
online applications completed by interested
candidates, and certificates of eligibles would
be electronically compiled and sent to selecting
officials.
On an even larger scope, the federal government has begun an effort to streamline, consolidate and standardize basic human resources
services. In FY 2005 the Office of Personnel
Management selected five Federal Shared
Service Centers, including the DOI's National
Business Center, to provide HR services such
as compensation management, payroll, time
and attendance, personnel action processing,
and the information technology part of benefits
management. By the end of 2006, the OPM
hopes to also award contracts to public sector
centers. These public and private HR service
centers would then compete for federal agencies' HR business on a fee-for-service basis.
In FY 2008 the NPS will be implementing the DOI's new Financial and Business
Management System (FBMS), replacing our
current Federal Financial System (FFS) .FBMS
is an integrated suite of software applications
that will help DOI and NPS manage a variety
of business functions including budget and
finance operations, acquisition, property management and travel. While implementation has
been delayed a year in the NPS, other DOI
bureaus will be piloting FBMS in FY 2007. In
the meantime, since our financial data in FFS
will not be compatible with the data fields in
the new FBMS system, regions are working
with project managers, contracting officers and
others to clean up erroneous financial data and
outstanding obligations.
Changes are on the horizon, but exactly
what those changes will be and how they will
impact the business practices of the NPS are not
yet fully known. But maybe by next summer
we'll be sipping tangerine red lemonade! WW

Chris Bernthal began her career with the NPS 33years ago at Indiana Dunes as an information receptionist. She worked
the visitor center desk and served as the secretary to the chief ranger. Pursuing a career in administration, she transferred
to an administrative clerk position at Fort Clatsop, a purchasing agent position at Indiana Dunes, and administrative
officer positions at Cape Cod, Indiana Dunes and Everglades. In 1998 she transferred to Cape Hatteras as the deputy
superintendent for the Outer Banks Group and was stationed there during the move of the Cape Hatteras Lighthouse. In
2001 she relocated to her current position as the associate regional director, administration and information technology,
in the Midwest Regional Office. Along the way, she was involved in establishing Administrative Careers, was a 13-year
member of an instructor team, and survived Hurricane Andrew.

challenges
(continued from page 15)

day-to-day, operational perspective, my biggest
challenge is getting first-line supervisors to
learn, understand and respect the administrative aspects of their job responsibilities. That's
tough to do, but makes the whole park run so
much more smoothly when it happens."
"Setting the priorities, with different areas of
responsibilities in Admin, budget is usually
my first priority, but there are so many e-mails
requesting information from region, changing
procedures, changing software, sometimes
it's hard. You can only do so many things
100 percent and you can feel like you are not
devoting as much time as you should to all
your areas of responsibility."
"All the time we waste in preparing the many
reports we have to submit throughout the year
that are repetitious and unnecessary. Most of
the required info is already there, somewhere,
in the numerous computer systems throughout the NPS and beyond. I'm doing one of
those today."
"I am the AO in a small park and I am responsible for all administration activities with the
exception of travel, payroll and bill paying.
My No. 1 challenge is having the time to keep
up with all the changes in operations within
the last six years — new computer programs,
new authorities, new requirements in several
areas (e.g., AFS3, QMIS, Homeland Security
hiring procedures, IDEAS) and on and on
and on."
"I think in Administration, where we're
somewhat removed from the public we serve
and the resources we protect, it's not always
easy for others to make the connection that
the work we do directly supports the park's
mission and goals. And indeed, amid the
increasing requirements to prepare reports,
complete mandatory training and more, it is
sometimes difficult to remember that there is,
hopefully, a valid reason for it all."
"Being able to fulfill the many regional and Servicewide requirements while also supporting
the divisions and employees of the park so that
its mission and that of the Service are realized
to the fullest extent possible. Having said that,
I also feel it's been a privilege working for the
NPS . I have met many wonderful people who

LOCQI Eloctions &

You

By Peggy Moran-Gicker
WASO

T

here are a number of local elections being held this year. As a federal employee,
be aware that the Hatch Act governs the political activity of executive branch
employees. Under the Hatch Act, as amended (5 U.S.C. Section 7321, et seq.), most
federal employees may take an active part in partisan political management and
campaigns. Career members of the Senior Executive Service cannot. Therefore, those
political activities that remain restricted, remain so whether an employee is on or off
duty. The OSC also enforces Hatch Act provisions on permissible and impermissible
political activity by federal employees. It is the only agency authorized to prosecute
violations of the Act, which are adjudicated by the Merit Systems Protection Board
(MSPB). The Special Counsel may ask the MSPB to impose any penalty ranging from
a 30-day suspension without pay to removal from federal service. To learn more, go
to the Office of Special Counsel's website at ivww.osc.gov/hatchact.ht7n
Peggy Moran-Gieker is ethics program manager at WASO.

truly care about their work. And even though
we may feel that we are constantly challenged
— not always a bad thing — I do feel that in
most cases we rise to the challenge."
"Trying to keep abreast of all the new computer programs that we work with and to accomplish it within a limited amount of time.
Of course cutbacks in money and personnel
often make that challenge even more difficult.
I always say that running the Administrative
Division is like putting out a forest fire with
a water pistol."
"Admin positions always seem to be some of
the first casualties of funding cutbacks and,
once vacated, tend to be way down on a park's
or region's priority list for filling vacancies.
My observation after almost 25 years with
the Service is that most employees, managers
included, do not appreciate the scope and
complexity of many of the administrative
functions we perform or the level of analysis
we have to provide to best enable park management to juggle the ever-dwindling pool of
available resources needed to get the job done,
be those resources funding, people or "stuff."
We Admin folks are often regarded as either
data entry drones, bean counters run amok
or anal-retentive regulatory gatekeepers. And
when there is funding to fill positions, the
candidate pool often leaves a lot to be desired.
Grade levels can't compete with the private
sector, although the government benefits
package entices some. But there is no viable
career ladder in terms of grade progression,
and Admin position descriptions often get the

short end of the classification 'stick.' "
"I am fortunate to be in a park where the
Admin Division is highly regarded. I also get
a lot of operational and moral support from
other parks in this area and the Northeast
Regional Office. However, funding cutbacks
and staff attrition have left this park without
a concessions person, a procurement person,
a property person, a budget analyst, a voucher
examiner or even basic clerical administrative
support. That leaves me one HR person, one
IT specialist and a part-timer robbed one day
a week from the Interp Division to cover all
of the bases. So, in a word — WORKLOAD.
That's my issue and biggest concern. That
and maintaining accountability and high
standards. As I told my superintendent who
periodically checks in on me to make sure I'm
doing OK and not about to take a running
leap into the river behind headquarters, I am
constantly reprioritizing in an effort to put
out many small fires, leaving important issues
and concerns out of necessity on a back burner
for the foreseeable future. And don't get me
started on how my workload is impacted by
the endless succession of mandatory online
training courses."
"The No. 1 challenge is the lack of certainty
and the prospects for change in the way that the
NPS delivers acquisition and human resources
services to the field."
"The administrative arena is forever altering its
roles leading to more challenging responsibili(continued on page 21)
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Ivetaining
YOUR BEST EMPLOYEES
By Michael Corum

W

hile we in federal service spend great
time and energy making sure we
hire the right people, far too often
we neglect retaining our best. Good hires are
a waste if you do not spend even more time
and effort retaining your best people.
Before we start looking at the specifics,
though, we need to understand a crucial principle about people at work. It is the inherent
qualities of the job itself that attract people,
motivate employees and keep them in the job.
Forget all you've heard about how people are
different these days in the new millennium,
and the fiction that they are only interested
in jobs that give them less responsibility and
more time away from work.
Every former and current study on employee motivation has shown that what best
motivates the top performers are features of
the work itself, not money, benefits or working conditions. Government programs such
as family-friendly workplaces and telecommuting, and nice gestures like flexible hours,
while well-intentioned, do nothing to attract
or retain top performers. Only losers make
career decisions based on work hours.
So let's start by looking at why people quit
and then see how to turn this around and
keep your best employees. You'd probably
think that economic factors would rank high.
Interestingly, they do not. All the studies on
why people quit their jobs have shown that the
top five reasons are about the broader features
of the job and the organization.
• The organizational culture. Always close
to the top is what the organization stands for,
how it does things and the values it holds. This
does not necessarily mean that the employer
was mean or sinister, but that the employee
simply did not fit in with the culture of the
organization.
• Lack of recognition. This is especially
relevant with civil service where we are, for a
variety of reasons, reluctant to reward our best
people. Lack of recognition also includes the
sin of giving top performers the same rewards
18
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as the worst performers. It is not the form
of recognition or the amount of money that
matters, but the distinction you make between
levels of performance that matters. The worth
of an award of only nominal value is high if
only the top performers get it. Conversely, the
worth of an award of substantial monetary
value is low in the eyes of the recipients if
all employees received it, regardless of their
performance.
• Opportunity for growth, development
and achievement. Studies on employee attitudes toward work have also shown that an
overwhelming majority of people want a job
that is not too easy. They want challenge and
seek it out. The opportunity to grow professionally is different from the opportunity
for advancement. Employees will leave, even
if offered advancement, if they do not see
themselves developing professionally. Many
high-paying jobs lose good people because
the employees, even after many years, are still
doing the same type of work they were doing
the first month on the job.
• Opportunity for advancement and
mobility. Too many jobs have no reasonably
achievable career paths. Thankfully, opportunity for advancement is a great advantage we
have in federal service. Somebody can start
at a low level, and by showing diligence and
professionalism, be promoted.
• Communication and relationships with
superiors, peers and subordinates. Different
studies frame this in different ways, but they
fall into a broad category of relationship issues
— how well people interact with others at
different levels in the job. However, there's a
subtlety to the relationship issue, because it's
not about whether they necessarily like each
other or party together. It's about how well
they communicate — especially with their
own supervisors.
One interesting survey asked employees
first, why other people leave jobs, and second,
why they leave jobs. While they gave a high

percentage to money in the first question,
they gave only a low percentage to money in
the second, which perfectly illustrates the role
of money in retention. Everybody thinks it's
important to others, but it has little value to
them. When employees say it's important, it's
usually because they think they're supposed
to say it's important, when in fact money is
rarely by itself the reason that people leave.
Even when people leave because of a good
promotion, it's not because they're getting a
pay increase, but because they're getting more
responsibility, more challenge and more opportunity for achievement. Nobody is going
to take a job in a mortuary just because it pays
a few dollars more.
We've talked about the negative — why
people leave. Now let's turn that around and
look at the positive steps you can take to keep
the best people with emphasis on those factors
you can control.
• Talk with your top performers. One of
the problems of relying on studies that look
at why people leave is that they don't spend
any time on why people stay. They only deal
with the disgruntled and not enough with
the "gruntled." To help with retention efforts,
many companies are starting to develop a
top-employee profile to identify who their
best performers are and what makes them
perform. Do the same. Start with your best
people and find out why they took the job and
why they're staying. Remember to be selective
in your retention efforts — you don't want to
keep everybody. So identify your best people
and concentrate on them. Talk to them not
just about what they don't like about the job,
but about what they do like.
And then put it straight to them: What
will it take to keep you here? And when they
answer, listen. Take off your bureaucratic
mantle and talk straight with them. If they
want to become a supervisor, tell them directly
what their chances are. Don't beat around
the bush. If you don't think they have what
it takes, tell them. If they need to improve in
certain areas before you'll consider them, tell
them that, too. And if you plan to pick them
to be a supervisor, don't be afraid to tell them
that, too.
• Spend time talking about performance.
We mentioned above that lack of honest communication was a major factor in why people
left jobs. Another of the differences between
private industry and the federal government is
the amount oftime managers spend managing
performance — setting goals, giving feedback,

evaluating progress and results, appraising
overall performance and linking consequences
to performance. In the private sector, managers spend almost half their time talking with
subordinates about performance. In the federal
sector, we don't spend anywhere near that.
So set honest but serious performance goals.
Keep it simple. Just take a few major outputs
and try to describe to the employee what
high-quality work looks like. Also set some
improvement objectives and developmental
objectives. Then follow up. Give informal
feedback as often as necessary and spend
time during formal sessions going back over
performance goals.
• Find out where they want to go. One
of the great federal managers, Ross Cohen,
was the senior civilian of the Naval Surface
Warfare Center, Port Hueneme, California.
Whenever he talked with employees during
appraisal, feedback or goal-setting sessions,
he always asked them where they wanted to
be in five years. Even when veteran employees
joked with him that they'd be retired then,
Cohen would turn it right back on them and
tell them that even when they retired they'd
be doing something. We stand by the firm
conviction that supervisors and managers at
all levels should know the career goals of their
employees.

This isn't to say that we'll
promise to get them anything or that we can even do
anything about it. However,
if you know where a great
employee wants to go or
wants to be, and it fits in with
the needs of the organization
and you can take steps toward
that end, do it. For example,
maybe you have a highly
motivated outstanding clerical employee who is clearly
capable of higher level duties
and wants to eventually move
into another unit where he/
she is interested in the type
of work they do. Go ahead
and maybe work something
out with the supervisor of the
other office and see if there's
some way the person can
come over and work there a
few hours a week. That gives
the employee some motivation to keep the work in your
office up to date, so that the
employee can carve out some
free time to do something interesting. Again,
be honest and don't make promises you don't
intend to keep, but know where your best
employees want to be.

• Reward continuously and unhesitatingly.
We mentioned that many agencies have developed an anti-reward mentality that cripples
their efforts to keep good people. Many readers
may not like the military, but they've got it all
over us in the civil service when it comes to
rewarding good people. When active-duty service people do anything nice, they're instantly
getting some sort of recognition — a favorable
mention in dispatches, a letter of appreciation, a certificate, a plaque, a medal, a high
performance rating and ultimately, a promotion. Napoleon said, "It is with baubles that
men are led." While this may sound cynical,
what he was saying was the simple truth that
you must recognize performance and that the
recognition does not have to be expensive.
Napoleon would argue that the fact that
you may not have a large awards budget,
or any awards budget at all, is no excuse for
not recognizing your top performers. As I
mentioned, studies on rewards have shown
that it's not the absolute value of the award
that matters but the relative value. Employees
compare their performance and outputs to
those of others and react accordingly. And it

is this comparison that matters, not so much
the absolute value of what you give them. Do
not hesitate to heap bauble after bauble on
your top performers. Make them feel wanted
and appreciated and they'll stay.
• Make the job bigger than the person.
This is another of Peter Drucker's maxims.
When filling a job at any level, make the job
larger than the person. Remember what we've
discussed in several places: it's the inherent
nature of the work — the challenge, interest,
opportunity, complexity—that makes people
want a particular job and stay in it.
Therefore, concentrate the overwhelming
majority of your retention efforts on the job
itself and the nature of the work. Go back to
the selling points and improve the character
and challenge of the job.
• Prefer the underqualified to the overqualified candidate. This principle flows naturally
from the one above. Part of making the job
larger than the person means that you want
to hire somebody who will grow outward into
the job and flourish and not have to contract
and compress into it and die. It is tempting to
surround yourselfwith employees with initials
after their names and impressive credentials.
We'd all love to supervise Ph.D. formerprofessors and ex-LAPD SWAT team members. It
makes us more important and impressive to
the people we deal with. However, we have
to resist that temptation for two reasons. The
first is obvious: people who are overqualified
leave for a better job as quickly as they can.
The second is not so obvious unless you've
been around for awhile and have seen it: Never
underestimate the ability of a smart, dedicated
person who really wants to be there to learn new
and even completely foreign skills. We've seen
it time and time again. People with marginal
skills on paper get thrown into jobs that should
be over their heads, yet end up excelling. HkA-.

Michael Corum is an attthor and trainer who is Americas
leading author of hooks on supervision in the federal
civil service. He specializes in helping federal supervisors
with problem employees. His books are available from
Dewey Publications at www.deweypub. com. He also is a
swif water rescue technician with the El Dorado County
Search and Rescue in California. He is pictured above
on the American River.
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Why Am I Here?
THE PURPOSE OF NPS ADMINISTRATION
By Liz Roberts
Sitka

I

don't think there's anything
particularly special or difficult
about what I do as a chief of
administration for the National
Park Service. Like many people in
the administrative field, I've made
my way slowly up through the ranks
from humble beginnings — in my
case, as a GS-3 clerk-typist. I've
always been a generalist, with a wall
full of imaginary hats for the various
roles to be played. The workload is
usually manageable, the problems
are relatively tame. The challenges
are never life or death.
Admin doesn't always have the best reputation. My husband, a chief ranger and 25-year
veteran of the NPS, says "they (meaning Admin, of course) will do whatever they want.
And if they don't want to, they won't." We
have our own little kingdom in Administration. We've each developed our own systems,
processes and internal rules to work by. These
processes become ingrained. We get comfortable. We don't want to be challenged or have
our boat rocked. And sometimes, the more
comfortable we become, the more we forget
why we are here.
We must always keep in mind that Admin is
not here to serve Admin. We are here to serve
park staff. Even if we're not talking to the park
visitor every day or out there protecting the
resource, our support is essential to the park's
mission. It is our job to see that the front line
staff, program managers and everyone in between have what they need, be it information,
technical assistance, equipment and supplies,
or peace of mind, to get their jobs done.
As Regional Director Marcia Blaszak recently said, "Never undervalue the role that
Admin plays. We are the glue that keeps the
machine working."
Yes, we often encounter regulation or policy
roadblocks that seem to make accomplishing
program managers' desires impossible. But we
might be interpreting the regulations to give us
an easy out. Tom Ferranti, the associate director
for administration in Alaska, says "for everyone
thing we can't do, there are 10 things we can."
There is almost always a way to make things
20

-^

ANPR • Association of National Park Rantrers

PERSPECTIVE
happen, to get to the end goal, if we're willing
to look. My philosophies regarding resourceful administrative practices stem in part from
sage advice I received from Superintendent
Mike Hill in 1989. Whether he intended it
to be advice or not, he once described to me
the two kinds of AO's — those who say "no"
and those who find a way to make it happen.
And, he added, every superintendent hopes
he gets the second kind.

comes that issue of good vs. bad
reputations. To coin a term from
the IT world, sometimes we are not
"user friendly." Customer service is
all about answering questions, finding information, providing technical
assistance, putting out little "brush
fires" and performing administrative
tasks for the benefit of someone else
—and, doing it pleasantly! There will
be times when a looming, inflexible,
"imposed from outside" deadline
makes us retreat somewhere behind
locked doors, but this should always
be the exception rather than the
rule. At other times, a good administrative
person must tolerate frequent interruptions,
be able to jump back and forth between different tasks, and momentarily drop what ivc
think is important for what a colleague feels
is critical to that day's work. Being organized
and planning ahead are our best tactics in this
endeavor. But always, serving park staff is our
top priority.

Besides the workload we juggle that comes
from within the park, we also have those
responsibilities that come from outside. As
everyone knows, reporting requirements are
What kind of administrative people are we? increasing with every passing year. Complying
Rather than worrying so much about process, with requests for information from centralized
stay focused on the end goal — exactly what offices is a big part of our job, and it greatly
is it that they need? Then find a way to do it. impacts the non-administrative staff as well.
Be flexible, look for options, and always be One of our jobs in Administration is to act
willing to go with Plan B. Don't be afraid to as a buffer between the requirements of the
dive into the CFR. Knowing and understand- centralized offices and the people on the front
ing the law, the "chapter and verse," enables lines. Rather than just automatically passing
us to back up our actions; instead of bending on those requests for information on down
the regulations and creatively hiding what we the line, think "customer service." What are
do, use creativity to solve problems within the reasonable timeframes for compliance? How
system. We arc the problem solvers. We are the much information can we supply first? What
databases do we have in place that may already
solution finders.
Being a "yes" chief of administration, and hold answers at our fingertips? Or (I love this
on down through the "yes" office automa- one), challenge the need for the information
tion clerk, requires creativity; confidence in at all. (Didn't we just supply the same thing
our understanding of laws, regulations, and to the person down the hall last week?) And
policy; and flexibility. But most importantly, sometimes, sometimes, we have no choice but
it requires a strong commitment to customer to just "let it break." Having things fall apart,
service. Unfortunately, not every administra- just a little, might be the wake-up call that
tive person in the NPS seems to understand someone needs, in order to understand how
what customer service is all about. Herein stretched we really are.

Administrative work is often routine,
boring and occasionally anything but fun.
Such difficulties are compounded by people,
personalities and demands from various levels
of the organization. I've antagonized my own
share of colleagues over the years, and ruffled
a few feathers of regional office staff.
There may be some reading this who won't
recognize me in the approach I'm using here.
"She never lifted a finger to help 7?iel" Umm,
well . . . in 20 years I have definitely gained
more flexibility and comfort level with various
possibilities. But, it's irritating and frustrating
when people don't trust the process — when
they try to do an end run around the regulations and procedures instead of being up front
with what they really need.

by the seasonal who appreciates my ability to
track down documentation through interpark
connections, instead of expecting her to get it
herself. I'm rewarded by the superintendents
who shower me with fervent thanks for doing
what I consider is "just my job." I'm rewarded
by the recognition from a seasoned employee
(and maybe from that same chief ranger
mentioned above) who has had too many
encounters with the not-so-user-friendly type
of Admin staff.
The real rewards come from the people
we work with. The value we add to the front
line is hard to measure, the connection to the
resource barely felt at times. But yes, we do
make a difference. Be dedicated. Do good.
And then take a bow. ._£&=

Liz Appling Roberts started her NPS career as a clerktypistfor the ElPortal Maintenance Division atYosemite
National Park in 1985. She moved to admin tech at
Timpanogos Cave, administrative office at Lake Clark
in Alaska and administrative assistant at the National
Interagency Fire Center in Boise. Currently she serves
as chief of administration at Sitka National HistoricalPark in Alaska. She is assisting with budget functions
for American Memorial Park in Saipan and War in the
Pacific National Park on Guam, and is assigned to the
Alaska All-Hazard Team asfinancesection chief. She lives
in Sitka, Alaska, with her husband, Clair, Sitka's chief
ranger. When not working, she enjoys Inking, gardening
and 851b cocoa chocolate bars. Liz and Clair are both
active in ANPR — they are the regional field reps finAlaska and Hawaii, and Liz also serves on the board of
directors as treasurer.

Playing shell games with budget requests,
keeping Admin in the dark about what's really going on, abusing the system to avoid fair
competition, waiting until the last minute to
ask for assistance, forgetting that Admin needs
to be involved at all — all of these will only
serve to complicate the process and create extra
work in the long run. These tactics also show
a general lack of respect for administrative
processes or staff in general.
There are parks where the chief of administration is not invited to the table or included
as part of the management team unless budget
or other specific administrative matters are being discussed. Administrative staff are much
more cooperative if cooperation is a two-way
street. Allow us to be part of the big picture,
share with us what needs to happen, grant us
a little respect and inclusion, then step back
and let us do our jobs. You may be surprised
at the results.
So if an administrative career is so confined
and routine, what makes it rewarding enough
to put in 20 or 30 years in the Administrative Division for the National Park Service?
There is the opportunity to connect interested
young people with the NPS as a career choice,
or developing win-win proposals with park
partners. There is winning those impossible
challenges — finding housing where there
was none, acquiring a crucial item within a
tight timeframe, figuring out how to get a
job done when funding isn't available, or just
helping staff solve whatever crisis developed
that day. The applause is often silent; end users have no idea what kind of hoops we jump
through to accomplish what they need. But
we get to experience immense satisfaction all
the same.

GQ3J.lCIl.2j6S

(continued'from page 17)

ties, i.e. FBMS. Smaller parks are expected to
provide the same level of customer service as
larger parks, but with a noteworthy smaller
staff. But they still have to respond to the same
number of reports, implement new computer
programs, provide IT support, training, budget, HR, property and procurement, travel,
down to and including repairing the copier
machine. It can and is exhausting, but exhilarating at the same time, because you have provided
your customer, whether internal or external, a
product to support their program and make
their job easier. That is what administrative
support is all about — service first, reliability,
quality, happy and satisfied customers."
"The most challenging situation that I have
experienced over the years has been keeping up
with the changes in regulations, policies and
new computer programs. As much as I enjoy
challenges, it can become overwhelming at
times with multiple changes and the timing
of such changes."

"Keeping up the good work and motivating
employees in very bleak situations. Always
having to do more with less. It is very hard to
keep composure when you lose employees and
you can't hire behind them. The work must
go on and new things are coming online. To
tell your remaining staff that you need them
to take on extra duties, and I just don't mean
extra administrative duties. All divisions
within the NPS are losing employees. Due
to budget woes some parks/divisions are not
allowed to hire staff. So to make up for that
we are asking employees of one division to do
work that would be done by another division.
NPS employees are becoming the 'Jack and
Jane of all trades.' Gone are the specialists, I
believe the term 'multitasking' has taken on a
new meaning (talk about Medusa). But what
can you do? I have my surfboard and I see a
wave going in. I'll ride it in and hope not to
washout, but if I do I'll try again. " .-HAM

Mostly, though, it's those little things that
come about through having grateful and
satisfied customers. I'm personally rewarded
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International Ranger Federation's 5 World Congress: Scotland
By Tony Sisto
Retired

S

cotland! The image conjures up fierce
Gaelic clans fighting for freedom; of
Robert the Bruce defeating the English
in the waterlogged marshes at Bannockburn
in 1314; and of the disastrous defeat of Bonnie Prince Charlie at Culloden in 1746. Or,
in a more peaceful (yet still wild) vision, a
late-night Highland Ceilidh surrounded by
pipes and fiddles and drums, and not a few
drams. All true.
This year the 5 th World Ranger Congress of
the International Ranger Federation had much
of these Scottish flavors. Held at the campus of
Stirling University, west of Edinburgh, nearly
300 rangers from more than 40 countries were
piped into Stirling Castle on the evening of
June 13 in a stirring opening ceremony. From
the castle battlement one could see, overlooking
the lowlands to the south, the nearby vicinity
of the battle of Bannockburn. It was here,
22
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too, that in 1746 the defeated army of Bonnie Prince Charlie paused in its retreat from
Culloden. Finally, many wee drams of singlemalt flowed in the several nights of Scottish
music and dancing. In all, a perfect venue for
a bunch of rangers!
There were, however, important issues at
hand. For five days, including some memorable field trips, rangers attended plenary and
workshop sessions organized around the theme
of"People& Place: The Natural Connection."
The Congress dealt in broad terms of how
rangers help make the connection between the
people and protected areas. Each meeting day
of the Congress focused on different aspects
of this theme: people, place, connections and
delivery.

The Congress Begins
The Congress began early the next day
after opening ceremonies, where a scurry of
volunteers in bright purple shirts with the
Congress logo made last-minute adjustments

to the registration tables and began welcoming the delegates. Stirling University is only
a short distance from Loch Lomond and the
Trossachs National Park where, 15 years ago,
IRF was founded, marking Stirling as a truly
fitting place for this 5 th Congress.
Opening the plenary session was Rhona
Brankin, deputy minister for Scottish environment and rural affairs, and a member of the
Scottish Parliament; and David Sheppard,
head of the IUCN Protected Area Programme,
who gave the keynote speeches. The day followed with presentations of "Rangering in
Scotland" and an overview of the Cairngorms
National Park in the highlands. (Both the
Cairngorms and Loch Lomond were primary
destination field trips later in the week).
Other plenary sessions followed during the
week, in particular a round-table discussion
chaired by Sir Crispin Tickell, a career British
diplomat whose posts included ambassador to
Mexico and British ambassador to the United
States. Sir Crispin led a focused discussion

group on how rangers can
of the IRF. There were Scotmake a difference in working
tish dance lessons held in the
with people in wild places,
evening, in preparation for the
and how we can help people
final dance the last night of the
relate to these wilderness and
Congress. The second evening
natural areas. This all-morning
of the Congress saw an excellent
session was then followed by
presentation of Celtic music
local site visits, led by members
and song from across Scotland.
of the different regional ranger
The harpist and singer duo,
services, to nearby protected
Anne Martin and Ingrid
area sites. The field trips helped
Henderson; the piper Angus
connect the morning discusNicolson from the Isle of Skye;
as and the multi-talented men's
sions with field experiences of
o
local rangers working with a
6 group of Shepheard, Spiers &
diverse group of park users.
Watson provided a memorable
James Okware, Uganda
On the third day, delegates were sent on and enjoyable evening.
day-long field trips to numerous surrounding
sites. One field trip included a boat trip on Loch
Lomond where the IRF idea was formulated by
the representatives from Scottish Countryside
Ranger Association, England's Countryside
Management Association and the Association
of National Park Rangers 15 years ago. ANPR
member Bill Halainen represented ANPR at
that founding meeting in Scotland in 1991.

A particularly inspiring presentation was
also delivered one evening by Australian
ranger Sean Wilmore. Since the last Congress
in Australia, Sean took most of the last three
years off and traveled the world, taking video
footage of rangers in action in many countries.
Compiling nearly 500 hours of footage, he
edited a special 30-minute video called "The
Thin Green Line," showing rangers in action
on six continents. He has hired a professional
editor who eventually will make a full-length
video of his efforts. Any future sales and profit
Sean has dedicated to the IRF ranger's dependency fund. As a result of his work, Sean was
awarded the IRF President's Award.

Other Congress workshops were held on a
variety of topics directly related to how rangers
help make the connections between people and
place. These topics included Europarc's efforts
to generate interest by children and young people for the ranger professions (Barbara Mertin,
Austria); heritage interpretation and sustainable development (Arne Bondo-Anderson,
Danish Rangers Association); cooperative
conservation in an urban park (Meg Weesner,
U.S.); evaluating management effectiveness, an
IUCN/WCPA joint workshop; trans-frontier
conservation management (Jobogo Mirindi,
Congo); and volunteer programs (Phil Young
and Judy Chetwin, U.S.).

The formal banquet was held on the nextto-last night, where delegates dressed in either
dress civilian or uniform attire (including an
impressive array of Scottish kilts). After the
meal were several formal signing ceremonies.
President David Zeller and Vice President
Juan Carlos Gambarotta were pleased to
welcome, to warm and extended applause, the
Korean Ranger Association (South Korea)
as a new member to IRF. They also signed
documents and welcomed Hungary as a new
associate member to IRF. In addition, the Iceland Wardens Asssociation, in a ceremonial
re-signing of their membership papers, were
recognized for their longstanding support of
and membership in the IRF. This was followed by a superb a cappella performance by
the informal women's Iceland Choir. At the
end, ANPR President Lee Werst presented
past IRF President Gordon Miller with the
ANPR Service Award for exemplary service.
{Secphoto at left.yThis is only fitting because
it was Gordon who established the basis and
world support for the establishment of IRF
and was the first president.

Social Activities

A

s with ANPR's annual Ranger Rendezvous, the ability of rangers from different
places (in this case, different countries) to
meet and interact in both a professional and
social venue is one of the unique strengths

as

special brew of Icelandic
Schnapps was provided
by the Iceland Wardens;
o
professional Scottish
dancing was presented
p
by Carol Huston and
IRF President David
her troupe of Scottish Zeller, Africa, and
dancers, with music by IRF Youth Coordian excellent Scottish nator Cassie Wright,
Australia
band; and all joined in
with their own attempts at various Scottish
dances, many of the delegates fully fitted in
the Scottish kilt and accoutrements.

IRF Business . . . Next, Bolivia!

T

hroughout the Congress, the International
Executive Committee (IEC, the elected
governing body of the IRF) met daily to deal
with the business affairs of the IRF. Summaries
of the minutes of these meetings, which were
open to any delegate to attend, and the final
written report of the Congress, will appear this
fall on the IRF website, iviviv.int-rarwer.net,
cs

Regional meetings were also held at different
points in the Congress. The North America
delegates — made up of 30 ANPR members,
two members representing the California State
Park Ranger Association and a representative
of the Park Rangers Association of California
— met twice and dealt with several issues
requested by the IEC. The two candidates
hoping to fill the open position on the IEC
of North American representative, ANPR
members Cliff Chetwin and Meg Weesner,
presented brief statements about their interest
in running for this position.
The last day of the Congress was taken up
in a plenary session by the IRF World Congress
membership meeting. Elections and voting
were held for all positions on the IEC. (See
all results pm page 28.) Before closing, several
changes to the IRF statutes and standing orders
were discussed and voted upon by all member
associations present.
In the afternoon the flag-lowering ceremony
was held in a drizzling rain, and the IRF flag
was handed over by Tony Wilson of Scotland,
to Ana Carola Vaca Salazar of Bolivia, the host
country of the 6th World Congress in Santa
Cruz, Bolivia, in 2009 (photo on page 28).
And with that, the 5th IRF Congress truly
ended. On to Bolivia! - ^

Tony Sisto is ANPR's international affairs representative

The closing dinner and Scottish Ceilidh, a
social gathering with traditional Scottish music
and dancing, was held on the last evening. A
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The Professional Ranger
Administration
Heather Whitman's column doesn't appear in
this issue to allow room for the themed articles
on Administration. •

Interpretation
After my last seasonals have hit the autumn trail I
think back to how I trained them. Did I train
my interpreters well this year? A good portion
of their work was a result of my tutelage. Did
my training sessions result in good work from
the interpreters?
For those of you who went through
someone else's interpretive training, do you
think it prepared you for the field work you
accomplished this past summer? What could
be added? And then I had an idea to try next
year.
It started with a realization. I had just finished training my new summer seasonal staff,
but afterward I thought up a new challenge to
prepare my interpreters forfieldwork. I noticed
that interpretation has a curious similarity to
law enforcement. The only difference is interpretive rangers wield the power of intellectual
and emotional connections rather than the law.
We have the power to change visitors' lives.
Protection rangers go through their day
making arrests, solving crimes, protecting
people from harm. This requires skill, fortitude
and a personal belief in self because they often
work alone. I believe that same mentality exists
in interpretation. Interpretation is a solitary
pursuit most of the time, the interpreter alone
with his or her audience. The only difference is
what is meant when I say that we have to prevent "the one who got away." Every interpretive
moment missed by an unobservant interpreter
had potential but was thrown away.
We are all familiar with the image of the
doughnut-munching cop who lets crimes slip
through his fingers. Along those same lines,
lazy or unskilled interpreters let interpretive
moments get away too. Rangers, either interpretive or protection, should never let things
slide by. The public has faith in us that we
won't.
Some interpreters are more experienced
at handling interpretive opportunities than
others, especially challenging moments. Skill
comes from personal initiative and experience.
Law enforcement rangers fight their own fear
when faced with a bad guy who is hiding in a
house with a shotgun and a hostage. Interpretive rangers need to be ready to put aside their
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personal feelings and thoughts when faced
with a challenging visitor who is not going to
connect with the resource in the way in which
the interpreter is ready.
The best interpreters can handle almost any
situation because they know one key thing
— our job is to connect all visitors to park
resources regardless of the interpreter's point
of view. The interpretive moment is about the
visitor, not the interpreter. This might mean
that a dyed-in-the-wool geologist needs to be
able to explain the Grand Canyon to a creationist in a way that makes that place special
to them. It might mean a Native American
interpreter at Nez Perce and a visitor ofJewish
faith come to understand the differences and
similarities in the suffering that their people
have faced.
What is your worst interpretive nightmare?
Have you faced it? I remember working at
Carlsbad Caverns and my supervisor asked me
what I'd do on my program about the last ice
age if a creationist was in attendance. I love
the last ice age and the fact that the cave was
millions of years old. I wanted to tell everyone
about it. However, this was in my early days
with the NPS. I hadn't come to respect other
points of views as much as I'd care to admit.
My plan was to run and hide behind the skirt
of our mandate to interpret the theories of
scientists. All the while, I knew I had more
growing to do. I needed to connect everyone
with that park, not just people likely to see it
the same way I do.
While a creationist's point of view bothers
me, it also bothered me that I was not willing
to connect them to the cave on their terms.
My big growing opportunity came when a tour
group arrived made up entirely of members
from a Christian creationist church. They
didn't want to hear anything about the cave
being older than 6,000 years. How was I going
to connect these people to one of my favorite
parks? I did it, but that experience taught me
I had more to learn about my role as a ranger
and interpreter.
To be a truly great interpreter with all the
intellectual and emotional tools that we wield
takes training and practice. Law enforcement
rangers go to the range to make sure they are
a crack shot. We should be practicing, too, by
throwing interpretive challenges at each other
to see how good our aim is.
If you are a supervisor, think up interpretive scenarios that your people might face in
the field. Give them 15 seconds to meet the
needs of a particular audience. How effective
are they?

Interpreters have only seconds to think up
a response to an interpretive challenge in the
field, so why not recreate it in the classroom?
We all are constantly challenged by the public.
No sense giving your interpreters a few minutes
to think of a response. They won't get more
than a few seconds to think up a response with
the public.
If you do this exercise, do it in a group of
interpreters, not individually. With others
watching, the interpreter on the hot seat will
feel the same pressure that they will feel in
the field. Afterward, discuss it. It will show
supervisors where an interpreter's knowledge is
lacking or if the interpreter hasn't yet separated
their personal bias or agenda from their job as
an interpreter.
Don't wait for visitors to throw your staff
challenges. We are here to help America and
the world connect to the stories in our national
parks. With practice and a bit of healthy competition we should be able to handle anyone's
point of view and still help visitors make that
connection. LI
— Jeff Axel
Tumacacori

Protection
High-Angle Rescue Training in the NPS:
Keeping It Real and Keeping It Alive—"You
have two patients, one male, one female, both
in their early 30s. One is seated on a ledge
about halfway down the cliff, the other is at the
bottom lying supine atop a scree slope. Both
are wearing helmets and are conscious at this
time, but they're pretty busted up with multiple
fractures and nausea. One is complaining of
tingling in her legs, the other reports shortness
of breath. All the equipment in front of you is
available, as are these personnel. The time is
now 1600 and an electrical storm is building
to the south. Now, talk to me. What are your
questions?"
So goes the final scenario briefing during
the last day of the annual Eastern NPS Basic
High-Angle Rescue Course, held last May at
Big South Fork. Similar scenarios are presented
to students in the western course, which has
been held for more than a decade every April
in Canyonlands. Had students been met
with such a briefing on their first day, or even
their second, the inevitable result would have
resembled something to the effect of utter
carnage and mayhem.
But not this day. On this final scenario day,
the students are ready. They're fired up and
anxious to put their newly acquired skills to
the final test. They're ready to prove to their

When "what-if?" questions do arise, rather
than debating how we might approach them in
real life, we remind ourselves that we are living
real life right now, and whenever possible, we
do it, we make it happen. Time constraints are
a reality, and we must deal with them in the
training environment. We can't act out every
possible scenario. But we can cover the full
spectrum of situations most likely to occur in
our parks, and then cater the training to address
the basic principles of each, thereby equipping
students with a wide-enough skill set to allow
them to adapt to the unique demands of any
situation.
o

2

Ranger Brett Painter from Ozark National Scenic Riverways attends the litter as it's lowered
through a slot to a patient below.
demanding cadre that, given some rope and a
whole mess of hardware, they can make good
things happen in the vertical environment.
And prove it they do. After a few forwardthinking questions, the students quickly
organize into two teams, establish ICS roles,
identify priorities of work, and assign tasks.
Leaders emerge and take charge.
What follows over the next several hours is a
systematic, smoothly flowing and professional
high-angle rescue operation. Not a flawless
one: obstacles arise and unforeseen problems
rear their ugly heads. But the students work
the problems, think them through and make
the systems work. In the end, two bandaged,
fully immobilized patients are raised to the top
and speeded to waiting medevacs, all personnel
are accounted for and a thorough after-actions
review is conducted.
Just like it would be in "real life."
That right there is half the point of this
training — keeping it real. It drives me nuts
when I'm a student in some course and I hear
instructors say repeatedly, "Well, in real life
we'd do it this way." That's nonsense. What's
the point of talking about the "real-life" way
of doing things, but when it comes time to
actually execute during training, we do so in
a halfhearted facsimile of "real life?"
Such is not the case in NPS high-angle rescue
courses. The vast majority of student hours is
spent "on the cliff," either conducting evolution after evolution of a particular technique
at various skill stations or helping cadre rig for
other skill stations. In some cases students role
play the part of the patient in order to experience a rescue from the singular perspective of
the one who's not in control. How's that for
instilling faith in your teammates?

I've been involved with both the western and
eastern courses, and it seems that a recurring
theme of both is they keep getting better every
year. This is partly due to the tireless commitment ofhighly skilled instructors, partly due to
a perennial spring of eager students thirsty for
real world, hands-on training that challenges
them physically and mentally. It's also due

to continuing support, both financially and
administratively, by participant supervisors,
host park superintendents, and regional and
WASO offices.
As long as these three ingredients continue to
merge, we'll succeed in keeping the servicewide
NPS high-angle rescue training program not
only alive, but improving as some of the best
training of its type in the world.
This is one challenge in which failure is
not an option. We have to keep it alive. Talk
about real life — we have a real-world need
for outstanding, skilled rescuers in the NPS.
Just read the Morning Report on any given day,
or read Butch Farabee's book, which overflows
with real-life rescues.
We'll always need skilled rescue technicians.
We owe that much to our visitors. These
courses are the means to that end. By keeping
the training alive, we will continue to keep outpatients alive. •
— Kevin Moses, Big South Fork

Resource Management
After a year of considerable discussion about
a redraft of NPS Management Policies, the
latest version was released in late June. The
same day that I downloaded a copy of the
revised draft from the Park Services website, the usual "question of the day" polled
employees on whether they expected to read
the new document. I was frankly shocked
to see that, as of the hour at which I answered the query at least, less than half the
respondents indicated that they intended
to read them.

ings of Joseph Sax and other scholars over
recent decades, strongly debunks the notion
that impairment is ever acceptable, and says
that courts have agreed with the primacy of
conservation in NPS legislation.
The new draft outlines key guiding principles, including these objectives:
• Preventing impairment of resources
and values
• Resources should be passed on to future
generations in better condition
• Acommitment to appropriate uses and
public enjoyment of parks
• Practicing cooperative conservation,
civic engagement, and consultation
with local, state, tribal, and federal
entities
• Demonstrating environmental leadership in all aspects of NPS activities,
including planning, operations, land
protection,natural and cultural resource and wilderness management,
interpretation and education, facility
design, construction and management,
and commercial visitor services

Regardless of your opinion on whether
a redraft was warranted only five years
after the last major review, I believe it's the
responsibility of all NPS staff to know our
Management Policies, not just now, when
they are the topic of renewed public and
internal debate.
Considerable effort was spent by many
employees and outside citizens to comment on this latest work—resulting in
some strong, clear opening statements. On
an inside cover page, for emphasis, is this
statement (not so highlighted in the 2001
edition): "when there is a conflict between
• Pursuing best contemporary business
conserving resources unimpaired for future
practices, and
generations, and their use, conservation will
• Encouraging consistency across one
be predominant." Much has been perenniNational Park System
ally written about the NPS' alleged "dual
The new policy document states in the
mandate," the continual conflict or balance introduction that it's meant to be read in its
that must be made between preservation and entirety. Read it; discuss it with your fellow
use. Yet Management Policies, like the writ(continued on next page)
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employees, ANPR members and poten
rial members, and — whenever then
are future opportunities to participate
in reconsideration, don't ignore the opportunity, the responsibility to do so.
As individuals, we have many different
job titles and duties, but we all have the
same mission. I don't think we can effectively power our individual contributions
without having solid understanding of
our policy foundation. 1 am sure 1 am
not alone in being relieved to see that
protection of park resources was clearly
reaffirmed in this 2006 document. NPS
staff should lead the way in ensuring that
our actions follow such clearly stated
intent. _l
— Sue Consolo Murphy
Grand Teton

ANPR Reports
Membership Services
A N P R Field Reps
Please call your field rep to provide membership
updates, ask questions or express concerns. You
also can offer recruiting; assistance for ANPR.
Alaska, Hawaii, U.S. Territories, International (except Canada)
Clair & Liz Roberts, SITK {liznclair@att.net,
907-966-2732)
Pacific Northwest (WA, OR, ID) and
Canada
Michelle SupernaughTorok, OLYM {mtorok@
olypen.com, 360-417-3711)

Plains (ND, SD, NE, KS, IA, MO)
Todd Stoeberl, T H R O {darkside0704@
NOTE: Isthereanother resource managementperson
yahoo.com, 701-842-2267)
H'f.io would like to become a columnist 1:1 this space'
Please contact the editor at iordediid'-aoicom .
Rockies (MT,WY, CO)
Dan Greenblatt, GRTE {dan_greenblatt@
yahoo.com, 307-543-0925)

Recycled
i f I d 5 I I C l u m b e r is a
popular alternate material for
Picnic Tables, Park Benches, and
Trash Receptacle Holders built on
steel frames. Plus, we have tables
and benches with the
frames molded from
100% recycled
plastic. And don't
forget car stops.
This maintenancefree material won't
splinter, split or rot.
Insects leave it alone.
Nicks, scratches, and
graffiti can be repaired.
Select from a rainbow of
9 colors.

R. J. Thomas Mfg. Co., Inc. • P. O. Box 946 • Cherokee, IA 51012-0946
Ph: 712-225-5115 • 800-762-5002 • Fax: 712-225-5796
E-mail: piIotrock@rjthomas.com • Web Site: www.pilotrock.com
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California
Bob Bryson, MOJA {rubryson@earthlink.net,
760-245-2507)
South Central (OK, TX, AR, LA)
Dick Zahm, WABA {rlzahm@dobsonteleco.
com, 580-497-3154)
Midwest (MN, WI, MI, IL, IN, OH)
Randy & Mary Beth Wester, LIBO/MWRO
{rmbwester@psci.net, 812-544-2283)
Southeast (MS, AL, TN, KY, GA, SC, FL)
Adam Prato, HEHO {acprato@terminalmomine.com, 319-338-1097)
Mid-Atlantic (NJ, DE, PA, NY, CT)
LincHallowell, GATE {jlhallowell@yahoo.com,
201-333-2193)
Capital (VA, MD, DC, NC, W )
Dana Dierkes, GWMP {dmdierkes@verizon.
net, 301-916-7963)
Education Community Outreach
Steve Dodd, Northern Arizona University
{steve.dodd@nau.edu, 928-526-5779)
Mark Giese, Ohio State University
{giese.l@osu.edu, 614-527-1441)
Seasonal Outreach
Cindy Hawkins {cindyha.wk81@hotma.il.
com)
Jared Brewer {brewdoggl8@yahoo.com)
Field Reps are still needed in:
• Southwest (AZ, NM, UT, NV)
• New England (ME, VT, NH, MA, RI)
Will you help build a better ANPR into our
fourth decade? Contact Kale Bowling-Schaff,
board member for membership services, at
530-667-5018 or anpr_membership@animail.
net to volunteer or for more details. - & a -

A

Give a Gift Membership TodayIt's time to introduce some talented
new NPS employees or partners to
ANPR with a gift membership! Though
man}' ANPR members regularly give
memberships to friends and co-workers
as gifts or awards, this new category gives
the added incentive of a reduced rate:
$25 for one year or $45 for two years.
While this category is intended only
for single-time gifts to new members
(no renewals or lapsed members please,
or "gifting yourself"), imagine the possibilities for enlarging and diversifying
the ANPR membership if every member gave just one gift membership. We
would instantly double our membership!

ANPR
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ACTIONS
Actions by Association President
Over the past few months Lee Werst, ANPR's president, has spent time on these items:
• Set up and presided over several conference calls with the ANPR Board of Directors.
• Worked with the board member for fundraising in exploring a partnership with a
potential sponsor.
• Worked with committee members to develop a request for proposal from prospective
association management companies.
• In cooperation with the treasurer, refined the 2007 budget for the Association.
• Responded to a message from a park visitor who had an unpleasant experience in a
national park.

As an incentive, American Park Network, a partner with ANPR, will donate
a keychain LED flashlight to 200 new
ANPR members.

R O A D M A P for my heirs
This ANPR-produced "Road Map" can assist
family or friends in handling details when a
spouse or loved one dies.
A notebook has fill-in-the blank forms
about:
• your desires about final arrangements
• civil service, military & Social Security
details
• insurance facts, bank accounts and more
• synopsis of life, obituary & family history
• list of disposition of personal items
• anatomical gift wishes
• examples of durable power of attorney
$ 10 per book, plus $4 for shipping and handling.
U.S. currency only.
Make check payable to ANPR.
Send to: Frank Betts, 1326 Catalpa Drive
Fort Collins, CO 80521

Retirement
Exchange Traded Funds — An ETF is described as a cross between a stock and an index
mutual fund. ETFs are investment products
that hold a pool of securities and are designed
to generally correspond with a specific index.
Investors can buy and sell ETFs just like a
stock, through their broker, throughout the
trading day. Last year alone investors pumped
more than $54 billion into ETFs.
Here is the Securities and Exchange Commission definition: "An Exchange Traded
Fund, or ETF, is a type of investment company
whose investment objective is to achieve the
same return as a particular market index. An
ETF is similar to an index fund in that it will
primarily invest in the securities of companies
that are included in a selected market index.
An ETF will invest in either all of the securities or a representative sample of the securities
included in the index. For example, one type
of ETF, known as Spiders or SPDRS, invests
in all of the stocks contained in the S&P 500
Composite Stock Price Index."
There are ETFs to represent virtually any
segment of the market—both here and abroad.
There are ones tracking everything from bonds,
FCEITs and the utility sector. Large mutual
funds such as Fidelity and Vanguard also can
provide ETFs.
ETFs generally have lower expenses than
traditional mutual funds, even index funds,
and may have some tax efficiencies at the
fund level. If you have longer time horizons
and larger, lump-sum amounts, you may want
to consider ETFs over index funds if you are

investing in a taxable account.
ETFs tend to generate fewer capital gains
than mutual funds due to the low turnover
of the securities that comprise them, and
because they are not required to sell securities
to meet investor cash redemptions. Keep in
mind, however, that you will generate taxable capital gains/losses if you sell the ETF
shares.
ETFs are economical to buy and especially
to maintain over the long-run, making them
especially atttactive for the typical buy-andhold investor. Annual fees are as low as .09
percent of assets, which is breathtakingly
low compared to the average mutual fund
fees of 1.4 percent. Although investors must
pay a brokerage transaction to purchase
them, with brokers, Fidelity, Vanguard and
others, this becomes negligible with sizable
trades.
If you are looking for a low-cost alternative to mutual funds and you are willing to
do a little research, ETFs might be just what
you are looking for. L7J
— Frank Betts, Retired
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IRF Update
As reported earlier in this issue,
the 5th World Ranger Congress
of t h e I n t e r n a t i o n a l R a n g e r
Federation was held J u n e 1421 in Stirling, Scotland. Nearly
300 rangers from more than 4 0
countries attended. Thirty A N P R
members participated.

International Executive C o m m i t t e e

Saguaro, and Cliff Chetwin,
retired, b o t h ran for the N o r t h
America regional representative,
w i t h M e g w i n n i n g the election.

A N P R President Lee
Werst promised A n a Carola
Vaca Salazar and the Bolivian
Ranger Association assistance
A N P R , as in the past, helped
sponsor delegates to attend. D a n from A N P R in preparing for the
iel Paz from Argentina was sponnext 2 0 0 9 Congress, based on
sored in full to attend the Congress
our past experience in assisting
Deartne Adams
by ANPR's Latin American fund.
with the Costa Rica Congress.
For the first time, we also sponsored a new
ANPRmemberYvetteRuan worked closely
A N P R member to attend under the newly with Carola at the Congress, and served as a
established Muir Fund. Emily Murphy from
general translator for all the Latin American
Salem Maritime N H S was the first Muir Fund
delegation as needed. T h a n k you, Yvette!
recipient. A N P R paid for her registration to
In future issues of Ranger, look for updates
the Congress, and she is
and information regarding the Bolivian venue.
now the A N P R youth
Begin saving your pesos! •
coordinator for IRF.
— Tony Sisto

Meg Weesner

Two longtime
A N P R members were
elected to IRF board
positions. Past A N P R
President
Deanne
A d a m s , Pacific West
Regional office, was
elected as vice presid e n t . M e g Weesner,

Retired

— All photos by Tony Sisto —

During the closing ceremony, below, Tony Wilson
of Scotland presents the IRF flag to Ana Carola
Vaca Salazar of Bolivia, v

T

he International Ranger Federation
holds elections for board positions
every three years at its World Congress. T h e
International Executive C o m m i t t e e is made
up of four officer positions and six regional
representatives elected from member organizations. Current members are:

VOTING MEMBERS
International Officers
President David Zeller, South Africa
irfpresident@soft.co.za
Vice President Deanne Adams, United States
IRFdeanne@aol.com
Secretary Elaine Thomas, Australia
IRFsec@yahoo.com.au
Treasurer Sean Prendergast, United Kingdom
Sean.Prendergast@peakdistrict.gov.uk
Regional Representatives
Africa - Wayne Lotter, South Africa
waynelotter@iafrica.com
Asia - Bum-Hwan Shin, South Korea
joeml6@nate.com
Australia/New Zealand/Oceania Paul Lawless-Pyne, Australia
paul.lawlesspyne@epa.qld.gov.au
Central America/Caribbean Mauricio Arias Zumbado, Costa Rica
mauricioazcrcr@yahoo.com
Europe - Rigmor Solem, Norway
Rigmor.Solem@DIRNAT.NO
North America (Canada/Mexico/USA) Meg Weesner, United States
mweesner@att.net
South America - Daniel Paz Barreto,
Argentina, pazbarreto@ciudad.com.ar
These new members will serve for the next
three-year term. All elected positions may be
held for two terms.
Non-voting members of the IEC were also reaffirmed or added as new members. These members
are appointed, and have no fixed term.
N O N - V O T I N G MEMBERS
Appointed: Youth Representative
Cassie Wright, Australia
cassiewright@alphalink.com.au
Appointed: Editor, Thin Green Line
Bill Halainen, United States
Bill_Halainen@nps.gov
Ex-officio members (Past Presidents)
Gordon Miller, United Kingdom
irflrq@hotmail.com
Rick Smith, United States
rsmith0921 @earthlink. net
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Register now for the Rendezvous — Nov. 10-14
in Coeur d'Alene, Idaho • go to www.anpr.org

R

endezvous XXIX kicks off on Friday,
Nov. 10, with the ANPR board
meeting (open to all) followed by an
evening social. Registration begins Friday
afternoon, and the official opening is 8 a.m.
Saturday, Nov. 11. Sessions continue until
mid-afternoon Tuesday, Nov. 14.
This year's theme is "A Legacy of Leadership." It is fitting that Superintendent J. T.
Reynolds, recipient of the 2005 Stephen T
Mather Award from National Parks Conservation Association, opens the event Saturday
morning. He was recognized for his leadership
and unwavering dedication to the long-term
protection of the national parks. At Death
Valley and throughout his career with the
National Park Service, Reynolds has demonstrated commitment to park resources, staff
and volunteers.

educational and collegial weekend. The
inland northwest is a wonderful area
— so consider extending your
weekend to make amends for an
overdue vacation!
Coeur d'Alene is about 30 miles
from the Spokane, Washington, airport via Interstate 90. The daily room
rate of $75 is approximately 50
percent off the resort's normal
rates. For additional details
about the hotel go to www.
cdaresort.com.
Our room block is being held
until Oct. 7. After that rooms will
be on a space-available basis at
the conference rate. Note: This ;
hotel will be full by Rendezvous
time so make your reservations early.
Additional confirmed speakers include If your plans change and you have
Steve Wolf, president of Issues Management to cancel your reservation, it can be
Solutions {ivww.solutionsbyims.com), who will done 72 hours prior to the first night's
address crisis communications; and representa- occupancy without penalty. Make restives from the Wildland Fire Lessons Learned ervations by calling 1-800-688-5253
Center {ivwiv.firelcssons.net), who will speak and give the reservation desk the conference
about the center and present highlights from name: ANPR Ranger Rendezvous.
the Managing the Unexpected Workshop
Series.
Additionally, Kale Bowling-Schaff, memberPanel presentations will feature a session on
Lessons Learned from Hurricane Katrina and
an authors' panel with Eric Blehm and Peter
Stekel {wiviv.ericblebm.com, www.thelastseason.
com and ivivw.petcrstekel. com). They will speak
about advocating environmental leadership
through the written word. Another panel will
include past award recipients from various NPS
disciplines discussing the leadership legacy of
the NPS.
Plans also include sessions on interpretation,
formal and informal mentoring, and leadership
training opportunities.
This year's Rendezvous venue at the Coeur
d'Alene Resort is a spectacular location for an

ship services board member, and the ANPR
field representatives will work to facilitate
roommates and carpooling options. Contact
Kale at anpr_membership@animail.net for
further details.
Rendezvous Registration: Register separately
for the Rendezvous by going to ANPR's website: www.anpr.org. If you don't have computer
access, please request a paper registration form
from the business office at Ranger cditorTctcsa
Ford (addresses on back cover).
Agenda and Program: Check www.anpr.org
for information on the agenda and program.
Changes to the agenda will be made as
plans are confirmed so check back fre1
quently for updates.
E
o
O Newcomers Welcome: A special continental breakfast with the ANPR Board
E
of Directors will be held for newcomers,
o
< those people attending their first Rendezvous, on Sunday morning, Nov. 12.
<
o
o

O

Raffle Prizes and Auction Items: Daily
raffles and silent auctions will be held so
be sure to bring items to donate. If you

Ranger
Rendezvous

XXIX
Nov. 10-14, 2006
Coeur d'Alene. Idaho

can't attend the Rendezvous send raffle items
to Stacy Allen for delivery to the site. His
address is 290 Residence Circle, Shiloh, T N
38376. Items must arrive prior to Nov. 1.
You also may ship items to the hotel (115 S.
2nd St., Coeur d'Alene, ID 83814) to arrive
no earlier than Nov. 9. Please include ANPR
Ranger Rendezvous in the address.
Trade Show and Receptions: Many exhibitors
will display products, equipment and services of
interest to NPS employees. The exhibit hall will
open on Saturday morning, Nov. 11, and close
after the morning break on Sunday, Nov. 12. A
reception hosted by VF Solutions is planned on
Saturday evening. If you know of a potential
exhibitor, please contact Warren Bielenbergat
web9272@msn.com or 865-681-7884. =CW

Attention, photographers —
Display your best park-related photos (those
with park employees or scenic landscapes) at
ANPR's annual photography contest at the
Rendezvous. Prizes will be awarded to the top
three photographers.
Send your prints (or paper prints of digital
images; no slides) — any size, color or black
and white — to Ranger editor Teresa Ford (address on back cover). Selected photos become
the property of Ranger magazine and may be
used in the publication.
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All in the Family
Please send news about you and your family.
All submissions should include the author's
return address and p h o n e number.
Send via e-mail to fordedit@aol.com
or
write to Teresa Ford, Editor, 2 6 S. M t . Vernon
C l u b Road, Golden, C O 8 0 4 0 1 . You also can
send All in the Family submissions and/or
update your address/home phone/personal
e-mail by visiting ANPR's website: ivww.anpr.
org. G o to the M e m b e r Services tab.
Peter and H e l e n Allen, former owners of
Kangaroo H o u s e Bed and Breakfast o n Orcas
Island, Washington, now are actively involved
in theater, classical guitar (for Peter) and
gardening and quilting (for Helen) in H a m ilton, M o n t a n a . T h e y were welcomed to the
area by Dave and Suzi Parsons and D o u g and
JoAnn Morris. Addresses: 131 Deer Haven
Drive, Hamilton, M T 59840-9386; wombat®
cybemetl.com
Tom Banks ( R O M O , GLAC, REDW, D E N A ,
M O R A , N O C A , O L Y M , SEKI) will begin a
career position with the Anchorage, Alaska,
office of Defenders of Wildlife in September.
H e will serve as a conservation biologist and
public information officer, working on issues
in s u p p o r t of biological diversity, species
conservation and habitat protection on public
lands in Alaska, rangertwb@aol.com
Peter Fitzmaurice retired on Aug. 3 as chief
ranger of Canyonlands after almost 30 years
with the N P S ( Z I O N , YOSE, CRLA, EAVO,
KEFJ, Y U C H , CANY). Peter, wife S h a n n o n
and children Skyler, Lauren and Nicholas have
relocated to Washington state's M e t h o w Valley,
in the shadows of N o r t h Cascades National
Park. Peter will be trying to get his kids up in
time for the school bus, hopes to stay active with
fire and all-risk logistics work, work on some
writing projects, and never combine the letters

Jot it down!
Ranger welcomes short
submissions for:
• Humor in Uniform: N P S h u m o r o u s
anecdotes
J Quotable Quotes: pertaining to the
national parks
Send your submissions to:
Teresa Ford, Editor, fordedit@aol. com
or to 26 S. Mt. Vernon Club Road
Golden, C O 80401

I
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G P R A or C O R E O P S in that order again.
Wandering parkies are encouraged to check
in if passing through the area. Address/phone:
2 5 4 Lost River Road, Mazama, W A 9 8 8 3 3 ;
509-996-8125;
fitzmo@centurytel.net
Alan Marsh has left the N P S after 20-plus
years to take a position as historian with the
Air Force at the Air Logistics Center at Robins
Air Force Base in Georgia. H e began working
for the N P S in 1985 at Ocmulgee National
M o n u m e n t as a park ranger, moving to Andersonville in 1992 as park ranger/historian.
In 1996 he was p r o m o t e d to cultural resource
specialist for both Andersonville and the J i m m y
Carter NFIS in nearby Plains.
R. J. Marsh has retired after more than 3 0
years of government service. H e has moved
from Yosemite to his h o m e in Boulder City,
N e v a d a . Address: 1 5 7 5 B e r m u d a D u n e s ,
Boulder City, N V 8 9 0 0 5 ; rmarsh@inreach.com
Alden Miller is the
new chief of interpretation and education at Sitka National Historical Park.
Previously he was
natural and cultural
resources, interpretive operations and
facilities manager at
Washita Battlefield. H e , wife Betsy and daughters Charlotte and D o m i n i q u e are excited
to move to Baranof Island in the outer waters
of southeast Alaska's Inside Passage. Alden is
looking forward to working in a great place with
great people. T h e Millers will forever cherish
their time in O k l a h o m a , and all of the staff
at Washita, O k a l o h o m a City and Chickasaw,
just as they enjoyed the San A n t o n i o Missions,
Little Bighorn Battlefield, M o u n t Rushmore,
and each of the special places and people in
the N P S they have the privilege of getting
to know.

M i k e Murray (EVER, YOSE, N E R I , SEKI,
YELL, C A C O ) is superintendent at Cape
Hatteras N a t i o n a l Seashore, Fort Raleigh
N H S and Wright Brothers National Memorial.
Previously he was the deputy superintendent at
Cape C o d National Seashore. Address/phone
for Mike, spouse Elizabeth, and sons Evan,
9, and Kian, 6, is: 3 2 2 W. Bridge Lane, Nags
Head, N C 27959; home, 252-480-9284; work,
2 5 2 - 4 7 3 - 2 1 1 1 , ext. 148;
mike.elizmurray@
hotmail.com

Einar Olsen has transferred from his position as regional chief ranger, National Capital
Region, to assistant regional director, management analysis, at N C R . H e is working on core
operations analysis, m a n a g e m e n t policies,
director's legacy and other priority projects
for the regional director's office.
Bill andNadine Pierce recently completed their
4 0 t h and last season in the N P S . T h e y have
many great times to remember as they head to
Prescott Valley, Arizona, and new people and
adventures. They have lived and worked in Crater Lake, Natchez Trace, Glacier, Everglades,
Great Smoky Mountains, Point Reyes, Shenandoah, Devils Tower, Capitol Reef, Olympic,
Katmai, Lake Clark, Washington, D . C . , Glen
Canyon and Redwood. T h e y plan to spend
time with their grandchildren, hike, travel
and be active in their community. Address:
4 3 2 5 N . Plainsman Way, Prescott Valley, A Z
86314; bill_pierce@nps.gov
•

Share your news!
We want to hear from you.
Take a minute to tell others
your news. Use the form on
the inside back cover or visit
the ANPR website: www.
anpr.org/faniily.httn

Welcome to the
ANPR family!
Here are the newest members of the Association
of National Park Rangers:
Bill Borrie
Michael Campbell
Jennifer Champagne
Clifford Collier
Don Geary
Michael Johnson
Megan Kohli
Daniel Kowalski
Kelly Neumann
Valerie Newman
PaulOllig
Evangelina
Rubalcava-Joyce
Dave Schafer
Jenn Snukis
Ron Sprinkle
David Suvak
Jonathan Talley
Lee Taylor
AmieTen Brink
Bob Younger

Missoula, M T
St. Thomas, VI
Alexandria, VA
Farmington, M O
Baker, NV
Mill Wiley, CA
Grand Canyon, AZ
Long Beach, IN
Saint Charles, IL
White Pine, MI
Seward, AK
Gettysburg, PA
Stonewall, TX
East Stroudshurg, PA
Pisgah Forest, N C
West Branch, IA
Magnolia, KY
Puyallup, WA
Mount Clemens, MI
Indianapolis, IN

In Print
A Game Ranger Remembers
Bruce Bryden, 2005, Jonathan Ball
Publishers (PTY) LTD, P.O. Box
33977, Jeppestown 2043 South Africa.
ISBN: 1-86842-226-7
The Man They Called Vukani: The
Life and Times of Harold Trollope
Barbara Matthews, 2005, Bluecliff
Publishing, P.O. Box 222, Hunter's
Retreat 6017, Port Elizabeth, South
Africa. ISBN: 0-620-32965-3
Reviewed by Bob Gerhard

W

hile living in and traveling around
South Africa for five months
recently, I had the opportunity
to read many books about that fascinating
country. Two in particular, A Game Ranger
Remembers And The Man They Called Vukani,
may be of interest to ANPR members.
Bruce Bryden, the author of/1 Game Ranger
Remembers, spent "30 of my bestyears"— from
1971 to 2001 —as a nature conservation officer
with South African national parks. For 27 of
those years, he worked in various positions at
Kruger National Park, and the book is devoted
to his time there. (He also worked three years
as a park warden for Karoo National Park.)
Harold Trollope, the subject of Barbara
Matthews' book, The Man They CalledVukani,
also worked at Kruger, although much before
Bryden's time there. Trollope was appointed as
a game ranger stationed at Malelane Camp in
1924. He left Kruger three years later to return
to farming, but in 1931 he was hired to work
at the newly created Addo Elephant Park. He
left there in 1935, returning one more time to
national park work in 1941 when he was asked
to assist the Kruger staff in herding elephants
that had wandered out of the park back into
the park.
Both books were interesting but I found A
Game Ranger Remembers to be the mo re enj oyable read. Bryden is an entertaining writer,
and the entire book was about his adventures
in Kruger. The book about Trollope was less
well written, and much of it was devoted to
his childhood, his wartime experiences and his
time as a farmer. He led an interesting life, but
what I was most interested in were his national
park experiences.

Both books illustrate the intensive wildlife
management that can take place in South
Africa's national parks. When Trollope began
work at Kruger in 1924, the park warden
(superintendent) Col. Stevenson-Hamilton
". . . was becoming concerned by the number
of lions in the reserve. These predators were
devouring the dwindling numbers of buck,
already depleted by drought, disease like the
rinderpest and poaching." Local farmers were
also complaining about lions wandering out of
the park and attacking their livestock. Thus,
Trollope's main duty was to kill as many lions
as he could. (Wasn't this around the same time
that there were "too many" mountain lions on
the North Rim of the Grand Canyon?)
Trollope certainly worked in a national
park in a different era. The author states that
when Trollope first went to work at Kruger, he
"took with him his two dogs, two horses and
his favorite sporting rifle, a .303 Lee Metford."
She later said that he grazed a couple of his
own cattle inside the park. In August 1926,
Trollope's father-in-law, at age 68, accompanied Trollope on a patrol, "as he was hopeful
of bagging a lion himself." Instead of bagging
a lion, however, the father-in-law was instead
attacked by a leopard and died several days
later of his wounds.
Ironically, Trollope's second assignment, at
Addo Elephant Park, was not to cull animals but
to herd them into the park. In the early 20th
century, a dam was built near what is now the
park, and farmers moved into the area. There
were many problems with elephants destroying
crops and occasionally killing a farmer. In 1918,
the community hired a Colonel Pretorius to
kill all the elephants. By 1920 he had killed
about 120 elephants, leaving only 16 still
alive, " . . . and these were now reputed to be
the most dangerous elephants in Africa. They
were frightened, cunning and vicious, having
been hunted extensively over the months that
Pretorius had been there." But by this time,
sentiment was building to save the remaining
elephants and, in 1931, the Addo Elephant
National Park was established. Unfortunately,
the elephants were roaming wild, not in the
reserve, and so Trollope was called in to drive
the animals into the park.
Bryden didn't go to work at Kruger until
1971, but issues related to lions were also responsible for hisfirstassignment there. Between
1965 and 1969 the numbers of wildebeest and
zebra had increased so dramatically that parts

of the park were becoming overgrazed. The
park staff started a culling program for those
two species, but stopped after numbers of
the two species continued to decline. Because
they suspected lions were contributing to the
continuing decline, Bryden was hired to study
lion/wildebeest interactions.
Bryden went on to work with many animal
species in the park, and he has fascinating stories
to tell. You may be interested to know that
the park staff determined the best way to cull
hippos was to shoot the animals in the water
at first light when their stomachs were full of
the previous night's food. The food would soon
ferment, generate gas and the animals would
float back up to the surface where they could
be retrieved, studied and the carcasses then
sent off to the Skukuza (park headquarters)
meat-processing plant.
Another section relates the time Bryden
was doing a park patrol on a motorbike. He
turned a corner on a dirt road and almost ran
into an elephant. He had no time to stop or
swerve so he ran right between the trunk and
forelegs of the elephant. He also tells about the
ranger in the 1980s who found a dead baby
elephant in a tree. Bryden writes that they
could not determine for sure how the elephant
died, but there was no doubt that a leopard
dragged the carcass up into the tree. He has
great stories about living in park housing with
lions, elephants, leopards and other animals
wandering through his front yard.
Bryden talks extensively about elephants. In
his time there, the park staff culled elephants
to keep their numbers at desired levels. (The
park does not cull now, but is struggling to
determine how to deal with ever-increasing
numbers of elephants. Many current and
former park employees believe that they will
have to reinstate a culling program.) It was
interesting to read about the firearms training
for rangers. There were four levels of training,
with the top level for those who would deal
with elephants. No one could pass the fourth
level until they had actually shot and killed
an elephant (one already targeted for culling.)
Talk about hands-on training.
I'm not sure either book is available in the
U.S., but if anyone wants to find a copy, I may
be able to help. My wife and I are returning
to South Africa in November for another six
months' visit. Contact me until November at
gerhards81@mac.com; 206-861-6497. •

Bob Gerhard retired in May 2005 after 35 years with the
National Park Serviee.When he and ivifeSheri aren't traveling
they reside in Seattle.
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ANPR promotional products
Visit www.anpr.oriJpromo.htm for color images of products

ITEM

PRICE

Long-sle'eved polo modi shirts:
Men's M - 1. - X L - XXL
W o m e n ' s S - M - L - XL
d o l o r s : prnv hsslther, white, honev

S33.00

QUANTITY TOTAL

Sold
(circle sire and color)

Questions?

Contact Teresa Ford at

fordedit@aol.com

Send order form and check — payable to ANPR — c/o
Teresa Ford, 26 S. Mt. Vernon Club Road, Golden, CO 80401,
fordedit@aol.com
Name

Slum-sleeved polo mesh shins
Men's M - L - X L - X X L
W o m e n ' s S - M - L - XL
d o l o r s : pray heather, .sream heather,
(beige), svh'ite
(circle sire and color)

,3.30.00

Larpe heir buckle, pewter, 3-inch

320.30

Small belt buckle, pewter, 2-inch

$25.00

Ballcap, khaki

317.00

T-shirts from 2 0 0 3 Rendezvous in
Plymouth, Mass.
Lonp sleeves; sires: M - L - X L - XL

33.00

T-shirts from 200a Rendezvous in
Rapid City, S.D.
Red with islack letters; sires: M - LXL- XL

35.00

T-sliirts from 2 0 0 3 Rendervous itr
Charleston, S.C.. short sleeves.
Light blue with logo on front, scene
on back: sires: M - L- X L - XL

312.00

Aittoyyapbeil books:
Barry Lopez' Resistanee
Butch Parabee's Natianal I'.irk Ranyer:
An Atnerie.tn Icon
Wayne L.mdrtun's lint jcjlln.au nnd
Dry Portneas Natianal
ptrk
N a n c y Muleadv-Mecham's 1'rnc Stories
jrata it Ranyer's Career in Arnerie.t's
National Parks
Jordan pisher Smith's Nature Note

Address

Phone.
E-mail

A N P R coffee n o g (centime)

• SPECIAL OFFER
The Last Season by Eric Blehm
$22.50 (shipping is free!)
Send check to above address.

315.00
315.00
31 S.00
312.00

320.00
'. | a.00

Writing pen

3 -1.00

A N P R cloisonne pin or 23th
anniversary pin. silver with reliel, 3/4in. round
(circle choice)

3 2.00

Mousepad. tan with
A N P R logo

3 2.00

A N P R detail
C m koorie

3 1.00
it

1.30

j

Subtotal

Eric will speak at the upcoming
Rendezvous and sign his books.

Shipping & handling (see chart)
TOTAL (U.S. currency only)

Shipping & Handling (orders sent insured mail)
Orders up to $25
$6.00
$25.01 to $50
57.50
$50.01 to $75
$9.00
$75.01 to $100
$11.50
Over $100
e-mail for cost
Orders outside U.S
e-mail for cost
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MEMBERSHIP APPLICATION — Association of National Park Rangers
•

New Member

or

•

Renewal / Returning Member

Date

Name of ANPR member we may thank for encouraging you to join
Name(s)

_^_^

4-letter code of park / office where you work
(Retired NPS employee=RETI, Former NPS EmpIoyee=XNPS, Student/Educator=EDUC, Park Supporter PART)
Home phone

Address _
. Stat

City

Personal e-mail address _

. Zip+4.

ANPR will use e-mail as an occasional - but critical - communication tool. We will not share your information with any other organization. It is
our policy not to conduct ANPR business via NPS e-mail or phone.
T y p e o f M e m b e r s h i p (check one)

Individual
One year
Two years

Gift Membership

• $25

Joint
One year Two year

P a y m e n t by Visa or MasterCard accepted:
Visa

• $45

MasterCard

Card #

Name of person gifing gift

Expiration date

Active (current 6"former NPS employees and volunteers)
Seasonal/Intern/Voltmteer

• S25

Q S45

• $40

• S75

N a m e on Account

Under $30,000 annual salary (GS-4/5 or equivalent)

• S35

•

S65

• $50

•

$95

Signature

530,000 - $44,999 (GS-7/9 or equivalent)

Q $45

Q $85

Q $60

•

SI 15

$45,000- $64,999 (GS-11/12 or equivalent)

• 560

05115

• S75

• 5145

$65,000 + (GS-13 and above)

• $75

• 5145

O $90

• 5175

Student

OS25

• 545

0 540

•

Regular

• S45

• 585

• 560

LJS115

I want to volunteer for A N P R and can help in
this way:
Fund Raising
Membership
Rendezvous Activities
Mentoring
Other (list:

Associate Members (other than NPS employees)
575

Life Members (May be made in three equal payments over three years; indicate if paying in
one installment 2J or three J )
Active (all NPS employees/retirees)
• S750
• 51,000
Associate (other than NPS employees)
• S750
• 51,000

)

Library Subscription Rate / Non-Profit Organization Membership (two copies of each issue of Ranger sent quarterly)
• $100 for 1 year
Special Supporters
It costs A N P R $ 4 5 a year to service a m e m b e r s h i p . If y o u are able to add an additional

C o n t a c t the president or fundraising board m e m b e r

d o n a t i o n , please consider d o i n g so. T h a n k you!

for details on special donations, or check the website

• $10

• $25

(J $50

• $100

• Other

at

wivw.anpr.org/donate-ack.httn

TOTAL ENCLOSED:
Return membership form and check payable to ANPR to:
Association of National Park Rangers, P.O. Box 108, Larned, KS 67550-0108
Membership

dues are not deductible as a charitable

expense.

Share your news with others!
Ranger will publish your job or family
news in the All in the Family section.
Name

Send news to:
Teresa Ford, Editor
fordcdit@aol.com or
26 S. Mt. Vernon Club Road
Golden, CO 80401
or visit ANPR's website: www.anpr.org and
go to Member Services page

Past Parks — Use four-letter acronym/years at each park, field area, cluster (YELL 88-90, GRCA 9 1 - 9 4 ) ,

New Position (title and area)

Old Position (title and area)

Address/phone number (optional — provide if you want it listed in Ranger)

Other information
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Directory of ANPR Board Members, Task Group Leaders & Staff
Board of Directors
President
Lee Worst, Women's Rights
604 Ellington Court, Camillas, NY 13031
(315) 487-0842 • ANPRpres@aol.com

Seasonal Perspectives
Fred Koegler, Yosemite
5041 Dunsmore Ave., La Crescenta, CA 91214
(818) 249-0170 • koegler@pacbell.net

Me? i Coring
Bill Supernaugh, Retired
P.O. Box 1005, Sulphur, OK 73086
(580) 622-8583 • bsuper@brightok.net

Treasurer
Liz Roberts, Sitka
1304 Georgeson Loop, Sitka, AK 99835
(907) 966-2732 • liznclair@atc.net

Special Concerns
Tom Bowling-Schaff, Lava Beds
1 Indian Well Headquarters, Tulelake, CA 96134
(530) 667-5018 • npranger@mac.com

Celebration Steering Committee
Rick Gale, Retired
3984 S. Federal Way, B-104, Boise, ID 83716
(208) 336-9745 • rtgale@aol.com

Secretary
Melanic Rerg, Chickasaw
P.O. Box 405, Sulphur, OK 73086
(580) 622-5128 • mtnsfaria@brightok.net

Strategic Planning
Stacy Allen, Shiloh
290 Residence Circle, Shiloh, TN 38376
(731) 689-3451 • scacydallen@hotmail.com

Rendezvous
Dan Moses, Retired
418 Lafitte Way, New Bern, NC 28560
(252) 626-9692 • mosesdd@aol.com

Education and Training
Todd Stoeherl, Theodore Roosevelt
204 B Maintenance Way, Watford City, ND 58854
(701) 842-2267 • darkside0704@yahoo.com

Past President
Deanne Adams, Pacific West Region
1348 Glen Drive, San Leandro, CA 94577
(510) 633-12S2 • anthonyandadams@aol.com

Retirement
Frank Betts, Retired
1326 Catalpa Drive, Fort Collins, CO 80521
(970) 226-0765 • fjbktb@msn.com

Fund Raising Activities
Sean McGuinness, Fire Island
32 Paris St., East Patchogue, NY 11772
(631) 654-1864 • smcpararanger@aol.com
Internal Communications
Ken Mabery, Fort Necessity & Friendship Hill
3440 National Pike, Farmington, PA 15437
(724) 329-1572 • maberyken@aol.com
Membership Services
Kale Bowling-Schaff, Lava Beds
1 Indian Well Headquarters, Tulelake, CA 96134
(530) 667-5018 • anpr_membership@animail.net

Task Group Leaders
Elections
Barry Sullivan, Gateway
301A Mont Sec Ave., Staten Island, NY 10305
sullivanbt@aol.com
International Affairs
Tony Sisto, Retired
1348 Glen Drive, San Leandro, CA 94577
(510) 633-1282 • tsisto47@aol.com

Professional Issues
Dave Anderson, WASO
600 S. Fayette St., Alexandria, VA 22314
(240) 205-3203 • npsdlaatl@hotmail.com

Ranger Editorial Adviser
Mark Herberger, Minuteman Missile
P.O. Box 391, Wall, SD 57790
(605) 433-5552 • Mark_E_Herberger@nps.gov

Staff
Business Manager
Jim VonFeldt
P.O. Box 108, Lamed, KS 67550-0108
(620) 285-2107 • fax: (620) 285-2110 • jlv@cpavbv.com
Membership: ANPRbnsiness@anpr.org
Editor, Ranger
Teresa Ford
26 S. Mt. Vernon Club Road, Golden, CO 80401
Flomc office & fax • (303) 526-1380 • fordedit@aol.com

News, features,
member services — and more
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