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Part E:  Critical Elements and Performance Standards:  
List each of the Supervisory employee’s critical elements (at least one, but not more than five) and their corresponding performance standards. 
 If Benchmark standards are used, indicate “Benchmark standards are attached” in the space below, and ensure they are attached to this form. Identify the GPRA/strategic/mission goal that the critical element supports. At a minimum, measurable criteria must be identified at the Fully Successful level.

	Critical Element 

Teamwork,  Collaboration,
and Communication
	Performance Measure: 

The supervisor is a key member of the park management team who implements actions and advises employees on operations, policy, and management. The supervisor invests in and cultivates employees so that they may reach their highest potentials; contribute to the organization at higher levels; and for succession planning.  The supervisor fosters communication, a collaborative environment, and works actively to provide opportunities for professional growth of employees. A measure of a successful supervisor is the individual and team success and accomplishments of his/her employees.  

These duties will be carried out in support of park interpretive plans, the NPS Call to Action,  Bureau/Regional/National policies including Directors Orders policies governing the following areas:
· DO #92 Servicewide Workforce Management: http://www.nps.gov/policy/DOrders/DO-92--WorkforceMgmt.pdf

	Performance Standards

	
Exceptional
	
In addition to meeting the standards described under Superior, the chief of interpretation/superintendent is routinely satisfied that the following are met: 
· Recognized Leader and Innovator: The supervisor’s employees and/or team(s) are consistently recognized as innovators and leaders at regional or national levels. 
· Catalyst / Affects Systemic Change: The supervisor or his/her employees and/or team(s) accelerates the spread of ideas and strategies for improvement, encourages innovation, and practices peer-to-peer collaboration across the division, park, community, region, or NPS. These methods are models adapted and used in other places.  
· 360 Degree Approach: Uses a 360 degree approach to collect perspectives, opinions, and data. Includes and supports subordinates in data driven decision-making.
· Contributes at Broader Levels: Contributes to at least one external advisory group or committee at the regional, national, or community level. 


	
Superior
	
In addition to meeting the standard described under Fully Successful, the chief of interpretation/superintendent is routinely satisfied that the following are met:
· Employee Development and Succession: The supervisor’s employees consistently compete well and substantively participate and contribute at higher levels (regional and national levels) in the organization. 
· Invests in the Team: Finds and invests in team members, teambuilding, and self-awareness training and experiences for self and employees matched to enhance group processes, decision making, and other skills.
· Shares Authority: Shares authority; not only responsibility. Provides guidance, sets goals, advocates for, then supports employees to take responsible risks and make independent decisions. 
· Visibility and Communication: Adept at communicating “up”. Shares “misses” as well as success. Routinely contacts and engages employees daily. 
· Anticipates: Consistently anticipates operations and personnel issues and works through appropriate channels to prevent or mitigate them. 


	
Fully Successful
	
In addition to meeting the standard described under Minimally Successful, the chief of interpretation/superintendent is routinely satisfied that the following are met:
· Employee Development and Succession / Coach and Mentor: Works consistently and actively to cultivate, challenge, and prepare all employees so they can fulfill their current duties and enable them to compete, participate, and contribute at higher levels in the organization. 
· Knows Employees: Demonstrates insight and knowledge of employees’ individual strengths and weaknesses. Seeks opportunities and matches challenges for employees and guides them through a  variety of assignments for well-rounded professional growth. Organizes well-rounded teams that both utilize and grow the skills of individual members. 
· Situational Leadership: Applies situational leadership skills adapting to people and circumstances.
· Equitable Treatment: Provides equitable opportunities to all employees based upon their skills, needs, and circumstances. Does not show favoritism and is not perceived as showing favorites. 
· External Awareness: Applies knowledge of external trends and influences. Recommendations take a holistic view rather than advocating only for the division. 
· Collaborative Decision-Making: Seeks diverse information and involves others at all levels; internal and external (when appropriate) to arrive at well substantiated and supported decisions.  Delegates.
· Supports Decisions: Communicates promptly and effectively the decisions, policy, priorities, of the management team and the rationale behind them. Once made, supports decisions of management teams to staff and stakeholders. 
· Constructive Contributions: Comments are informed by data and analysis. Provides productive, constructive comments at management and employee meetings. Analyzes lessons learned to contribute to an adaptive and flexible (“learning’) organization.  
· Efficient use of Resources: Uses personnel and resources efficiently and creatively. Solves operations issues in the division and park. Facilitates sharing division personnel and resources. 
· Communications (up; no surprises): Regularly communicates and consults with the chief of interpretation/superintendent. Consistently uses the appropriate chain of command for communications. Communicates “misses” as well as success.
· Implements Planning Actions: Assigns staff and resources and works to complete actions developed in annual and long-range division work plans.  
· Employee Recognition: Regularly recognizes employees and teams for superior performance.
· Models Behavior: Represents the management team and models leadership behavior in the division, park, and community, and at external meetings and gatherings. 
· Visibility and Communication: Contacts and engages all employees and at least weekly; volunteers at least monthly.
· Safety:  Day-to-day behavior demonstrates a strong safety ethic and implementation of Operational Leadership principles. Continuously analyzes environments and situations for potential hazards, mitigates, and/or reports them to the level of his/her responsibility. Accidents and near misses are  reported. Wears personal protective equipment; equipment is kept in good working order; and safety supplies stocked. Regularly participates in drills/evacuations with the public and de-briefs afterward. At least annually participates in safety walkthroughs, safety simulations, or first-aid or safety-related training that has the goal to increase individual and/or group preparedness. Visitors are routinely informed of fire exits and safety routes and other potential hazards and their mitigations. [Note: This element may be excluded if employee has a separate Safety Critical Result.] 


	
Minimally Successful
	
The chief of interpretation/superintendent is routinely satisfied that all of the following are met:
· Audits and Coaching: Audits all employees and volunteers at least once a year or season. Provides substantive feedback and coaching to improve products and performance. 
· Teams: Provides opportunities and support for employees to participate on teams.
· Relationships: Develops positive team relationships with subordinates, superiors, peers, other divisions and external groups and helps to foster positive working relationships.
· Communications: Serves as a reliable and timely conduit for information to employees and within the division.  Meets annually with staff —supervisors, front line staff, seasonals, and volunteers.  
· Participates: Constructively participates and is consistently prepared for meetings and briefings.


	Unsatisfactory
	The minimally successful standard has not been met and the result has a demonstrable negative consequence one or more park teams requiring the removal or reassignment of the supervisor from the group.

	Narrative Summary

	Describe the employee’s performance for each Critical element.  A narrative summary must be written for each element assigned a rating of Exceptional, Minimally Successful, or Unsatisfactory. 








	Rating for Critical Element :

[ ] Exceptional-5    [ ] Superior-4     [ ] Fully Successful-3      [ ] Minimally Successful-2    [ ] Unsatisfactory-0



 
