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[bookmark: _Toc207012642]Background and Project Organization
The Miami-Dade County Parks, Recreation, and Open Spaces Department (MD-PROS) serves the residents and visitors to Miami-Dade County, Florida, including 35 municipalities. The department stewards over 40,000 acres of parks and natural areas and manages golf courses, marinas, beaches, public pools and campgrounds, and a zoo. MD-PROS provides a diverse array of programs and services that range from median strip, road shoulder, and causeway maintenance to summer and school break camps, sports, and cultural arts. Over 2,200 full‐time and another 1,1OO part-time employees work in what is the third largest CAPRA-accredited municipal parks department in the nation.
MD-PROS leadership is committed to developing their employees, providing them with opportunities to learn and grow that match the diversity of services and facilities in MD-PROS- portfolio. Further, MD-PROS leaders appreciate the use of enhanced training to motivate and retain staff and align employee performance with the department’s strategic goals. The need to better prepare newly hired employees for working in the department, and for developing employees for promotion and retention, is the foundation for the design of an employee development academy.
In early 2025, MD-PROS worked with the Eppley Center for Parks and Public Lands (Eppley) to establish a comprehensive set of competencies for its workforce. This process was guided by industry standards and best practices in public sector workforce development, as well as existing, validated competencies in the parks and recreation field. 
Key objectives of this initiative include:
· Development of Research-Based Competencies: Creating a set of competencies tailored to the specific operational needs of MD-PROS. These competencies align with industry standards while incorporating the unique requirements of a municipal government agency.
· Identification of Competency Gaps: Identifying disparity between employee performance and required competencies. This gap analysis informs targeted training, development programs, and applied learning opportunities to enhance workforce capabilities.
· Design of Employee Training Framework: Outlining an overall, competency-based course of study for MD-PROS employees based on department-wide and division-specific learning goals.
To achieve these outcomes, the Eppley Center and the staff from MD-PROS Performance Excellence Division analyzed the existing World Parks Academy (WPA) competencies (and related sub-competencies) (Wolter, et al, 2022) through the lens of PROS’ organizational culture and pillars of performance. (See Appendix I: Miami-Dade Parks PRIDE). The WPA competencies were reviewed and substantially reworded to reflect the existing emphasis on core values and standards of behavior. The resulting 11 competencies, including 59 sub-competencies were then presented to the department’s management staff for vetting. (This process and findings are described in more detail in Appendix II: Learning Needs Analysis Report.) The management staff identified the applicability of the competencies to their staff, as well as the availability and relative need for training in areas related to the competencies. This information was used to organize and prioritize training needs for the departmental divisions and units. 
The Eppley Center also reviewed existing training materials, including a pilot leadership development series and department-wide onboarding modules. These materials were evaluated for their alignment with the MD-PROS Competency Framework. In June 2025, the team met in Miami to review the data from the learning needs analysis and begin to outline the operational structure of a MD-PROS Employee Academy.
While the methodology and findings of these steps are described in the following report and its appendices, the overall outcome of the Employee Academy Course of Study project is the description of learning pathways, training priorities, sample teaching and learning materials, the competency framework, and recommendations for next steps in implementing the new training approach.


[bookmark: _Toc205283617][bookmark: _Toc207012643]Competency-Based Employee Training and Workforce Development
Competency-based employee training represents the industry standard for professional development, providing a structured approach that defines the knowledge, skills, and abilities required for employees to perform their duties at a specified level of proficiency. This approach ensures that employees receive outcome-oriented, learner-driven training that directly enhances their job performance by aligning with established competencies.
Competency-based training fosters professional growth by offering clear performance measurements, enabling employees to take ownership of their career development. By basing training and development courses on well-defined competencies, employees gain a comprehensive understanding of the specific skills and knowledge necessary to fulfill their roles effectively. Moreover, the use of competency-based training enhances organizational accountability by establishing objective standards for evaluating employee performance and development.


[bookmark: _Toc206769787]Figure 1: The Competency Pyramid
Competencies



[bookmark: _Toc205283618][bookmark: _Toc207012644]Competency Frameworks
A competency framework is a model that describes the functional domains for a professional field or organization. It identifies areas of performance, and the critical knowledge, skills, and attributes associated with those areas. Job classifications and roles can be mapped to the framework, and the framework is then used to guide management and performance assessment.
The competencies developed for Miami-Dade County Parks, Recreation, and Open Spaces employees represent a comprehensive set of knowledge and performance standards essential for successfully executing job responsibilities within the parks and recreation agency. These competencies serve as benchmarks for long-term employee development, ensuring that staff members have a clear trajectory for professional growth within the organization.
While entry-level employees may not be expected to achieve full competency within their first year, the framework provides a structured progression that guides skill development over time. Employees collaborate with their supervisors to identify key competency areas, assess performance, and establish individualized development plans. This approach empowers employees to take an active role in their professional growth, with supervisors providing guidance and support throughout the process.
[bookmark: _Toc205283619][bookmark: _Toc207012645]Implementation and Workforce Development
The MD-PROS competency framework serves as the foundation for a dynamic and adaptable workforce development program. Training curricula and courses are aligned with competencies to facilitate a structured learning pathway for employees at all levels. This alignment ensures that supervisors, employees, and the organization can systematically track and support workforce development initiatives.
Integrating competency-based training into MD-PROS workforce development strategies supports the following objectives:
Enhance Job Performance – 
Providing employees with the skills and knowledge necessary to perform their roles efficiently and effectively.
Promote Career Development– Establishing clear expectations and growth opportunities for employees seeking advancement within the organization.
Ensure Organizational Accountability – Implement measurable standards for evaluating employee competencies and performance.
Facilitate Continuous Learning – Encourage ongoing professional development through structured training programs aligned with organizational needs.
Align Training with Organizational Goals – Ensure that employee development initiatives support the overall mission and objectives of MD-PROS.
The MD-PROS competency framework is designed to support a skilled, adaptable, and accountable workforce. By providing employees with well-defined competencies, clear performance expectations, and structured development opportunities, MD-PROS fosters a culture of continuous learning and professional growth. This competency-based approach ensures that employees are well-equipped to meet the evolving needs of the organization while advancing their careers in a structured and meaningful way.
What Are Competencies?
A competency, or competency domain, is a "combination of knowledge, skills, and abilities in a particular career field, which, when acquired, allows a person to perform a task or function at a specifically defined level of proficiency." Individual competencies can be further delineated with key tasks or behaviors and performance metrics. Competencies are directly correlated with job performance, can be measured against established performance standards, and can be enhanced through targeted training and development programs.
Types of Competencies at MD-PROS
MD-PROS Competencies are categorized as follows:
· Technical Competency: An essential competency necessary for an employee to perform effectively within their career field. An example of a technical competency is chainsaw or other equipment operation.
· Functional Competency: A fundamental competency that is integral to one career field but also applies others. Effective communication might be a functional competency.
· Universal Competency: A general competency required for all MD-PROS employees, regardless of their specific role. An example of a universal competency would be "Comprehension of MD-PROS’s mission and values."
Performance Levels
Each MD-PROS employee operates at a distinct performance level based on their experience, knowledge, and skill set. Accordingly, different job classifications require performance at varying levels for different competencies. Recognizing an employee’s current performance level is crucial for targeted skill development and professional growth.
The performance levels identified for use in the MD-PROS Employee Academy are defined as follows:
· Entry Level: Employees new to the career field with academic preparation but little or no hands-on experience.
· Developmental Level: Employees with some experience in disciplines within their field who can handle certain tasks and situations independently but still require guidance.
· Full Performance Level: Employees with significant hands-on experience who can independently manage most situations, tasks, and responsibilities within their field on their own.

Knowledge Levels
An additional, related concept is knowledge level. Employees and job classifications have knowledge related to concepts within specific competencies and career fields. These levels are described as:
· Basic Knowledge: Employees have a fundamental understanding of competency-related concepts and require guidance from experienced colleagues or supervisors.
· Working Knowledge: Employees possess a comprehensive understanding of competency-related concepts and can perform tasks with minimal supervision.
· Advanced Knowledge: Employees are highly skilled and serve as sources of expertise in their competency areas, capable of mentoring and leading others.
Relationship Between Competency, Performance Level, and Knowledge Levels
Fundamental to utilizing a competency-based framework for training and development is understanding the ways in which the above concepts relate to each other and how individuals can progress through levels on their way to career field competence. The Dreyfus Model of Skill Acquisition (2004) outlines five stages of skill mastery. Employees progress through these stages as they develop expertise within their professional roles. See Table 1, below.


[bookmark: _Ref203483961][bookmark: _Toc206769865]Table 1: Skill Acquisition 
	Stage of Skill Acquisition
	Development Level
	Knowledge Level
	Description of Skill Acquisition

	Novice
	Entry Level
	Basic Knowledge
	Adheres rigidly to rules and procedures with limited discretionary judgment.

	Advanced
    Beginner
	
	
	Begins to develop situational awareness but lacks prioritization skills.

	Competent
	Developmental Level
	Working Knowledge
	Capable of multitasking, strategic planning, and utilizing multiple sources of information.

	Proficient
	
	
	Demonstrates a holistic understanding of job functions and prioritizes tasks effectively.

	Expert
	Full Performance
	Advanced Knowledge
	Intuitively understands situations and applies deep learning to problem-solving with minimal reliance on rules.





Application to MD-PROS Workforce Development
The competency-based framework at MD-PROS ensures that employees receive structured training and career progression opportunities. It enables employees and supervisors to:
1. Identify key competency areas for improvement.
2. Track career development and skill acquisition.
3. Align training programs with organizational goals.
4. Promote a culture of continuous learning and professional growth.
This structured approach empowers MD-PROS employees to take charge of their professional development while ensuring that the department maintains a highly skilled and adaptable workforce.

[bookmark: _Toc205283620][bookmark: _Toc207012646]MD-PROS Competency Framework Vetting
Wolter, et al (2022) confirmed the professional park competencies through an international, research-based process. The resulting World Parks Academy Adopted Competency Framework included 11 national/regional and three international competencies. The MD-PROS competency framework includes revised versions of the 11 WPA functional competencies and one additional universal competency that reflects the department’s foundational values and behavioral expectations. These 12 competencies include 62 sub-competencies as listed in Table 2. The descriptions of each sub-competency can be found in Appendix III. Technical competencies that vary widely across position descriptions and departmental units are not part of the MD-PROS framework. 
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Table 2: MD-PROS Competency Domains and Associated Sub-Competencies
	MD-PROS Competencies

	0.0 PROS Foundation

	0.1 Agency Orientation

	0.2 Core Values

	0.3 Standards of Behavior

	1.0 Leadership

	1.1 Building Coalitions

	1.2 Fiscal Entrepreneurship

	1.3 Leading Change

	1.4 Leading People

	1.5 Community Engagement, Empowerment, and Participation

	1.6 Directing Resources

	1.7 Systems Thinking

	2.0 Management and Supervision

	2.1 Effective Communication and Interpersonal Skills

	2.2 Monitoring and Improving Productivity

	2.3 Delivering Excellence

	2.4 Talent Recruitment, Selection, and Development

	2.5 Team Building

	3.0 Capital Project Management

	3.1 Capital Improvement Planning

	3.2 Construction 

	3.3 Contract Management 

	3.4 Site Programming and Design

	4.0 Business Acumen

	4.1 Innovation and Adaptability

	4.2 Budget and Finance

	4.3 Commercial Services Management

	4.4 Human Resource Management

	4.5 Marketing

	4.6 Organization of Management Functions

	4.7 Technology

	4.8 Research and Evaluation

	4.9 Project/Workflow Management

	5.0 Asset Management 

	5.1 Accessibility Management 

	5.2 Inventory and Condition Assessment

	5.3 Lifecycle Management

	5.4 Planning and Procedures

	5.5 Sustainable Green Infrastructure

	6.0 Operations and Maintenance

	6.1 Emergency Preparedness and Management

	6.2 Technology and Software

	6.3 Health, Safety, Security, and Environmental Factors

	6.4 Service Scheduling, Performance, and Training

	7.0 Landscape and Outdoor Management

	7.1 Historic/Heritage Landscape Management

	7.2 Landscape, Horticulture, and Urban Forestry Management

	7.3 Agency System and Landscape Planning

	7.4 Outdoor Space Planning and Design

	7.5 Place Making

	8.0 Resource Stewardship

	8.1 Cultural/Historic Resource Management

	8.2 Sustainability and Climate Leadership

	8.3 Foundations of Conservation and Parks

	8.4 Natural Resource and Ecosystem Management

	8.5 Environment and Climate Foundations

	9.0 Education and Interpretation

	9.1 Education Program Management

	9.2 Interpretive Program Management

	9.3 Media Resource Management

	9.4 Interpretation as a Tool and Resource

	10.0 Recreation

	10.1 Foundations of Recreation and Leisure

	10.2 Systems of Evidence-Based Practice

	10.3 Program Planning

	10.4 Scheduling

	10.5 Recreation, Sport, and Tourism Service Provision

	10.6 Diversity, Equity, and Inclusion

	11.0 Health and Wellness

	11.1 Health and Wellness Orientation 

	11.2 Public Assessment

	11.3 Policy and Program Planning

	11.4 Collaboration 

	11.5 Community Services Design and Management




As mentioned above, the O.O PROS Foundation Competency Domain distilled existing departmental mission, values and performance expectations. These concepts had been widely distributed and emphasized across the PROS workforce as an initiative in promoting quality service. The employees were familiar with these “PRIDE” principles; therefore, the project team did not vet them as part of the competency framework. A management survey and interview protocol were used to introduce and vet the remaining 11 competencies. This methodology was part of a Learning Needs Analysis, and it allowed for feedback on the applicability of these competencies, as well as gathering information on training needs.
The competencies were presented to the department’s assistant directors and division chiefs in an online survey. In this survey, the 34 managers were asked whether knowledge, skills, and abilities associated with the competencies applied to the staff in their division. Prior to survey distribution, the project team determined that first two domains, Leadership and Management-Supervision, were applicable to all PROS divisions. Therefore, respondents were not asked about the applicability of those domains (they were asked about the related individual sub-competencies).
Percentage of agreement on the applicability of competency domains (9) and sub-competencies (59) provided an indication of the validity of the competency framework for MD-PROS employees. All of the Competency Domains were selected as applicable (to their respective division) by at least 45% of the management staff. Apart from 9.0 Education and Interpretation, each of the Competency Domains was endorsed as applicable by over 50% of the respondents. Table 3 indicates the percentage of respondents indicating each domain as applicable. Divisions with a primarily external/visitor focus were combined for this analysis. (Further breakdown of responses on applicability of competency domains (and sub-competencies) is included in Appendix IV.)
[bookmark: _Toc206769867]Table 3: Percentage Agreement of Division Leaders to Applicability of Competency Domains
	Competency Domain:
	Division:
	

	
Listed in descending order of applicability across all respondents:
	
 All 
n = 31
	Aesthetics
Stewdship
Conserv
(5)
	Bus Plan
(2)
	Perform
Excell
(5)
	Planning, Design, Construct
(5)
	Dest, Rec, Ops, and Zoo
(15*)

	   1.0	Leadership
	
	
	
	
	
	

	  2.0 	Management and Supervision
	
	
	
	
	
	

	  4.0 	Business Acumen
	77%
	80
	100
	80
	60
	80

	  6.0 	Operations and Maintenance
	77%
	80
	100
	60
	60
	87

	  5.0 	Asset Management 
	71%
	80
	0
	60
	60
	87

	  7.0 	Landscape and Outdoor Management
	65%
	100
	0
	20
	100
	67

	  8.0 	Resource Stewardship
	61%
	80
	50
	20
	80
	67

	  3.0 	Capital Project Management
	58%
	80
	0
	40
	100
	53

	 11.0	Health and Wellness
	58%
	60
	0
	20
	60
	80

	10.0 	Recreation
	52%
	40
	0
	20
	60
	73

	  9.0	Education and Interpretation
	45%
	20
	50
	20
	40
	67


* The combined “external facing” divisions includes an employee who supervises and is also counted in the Aesthetics Division.
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The online survey of MD-PROS management asked about the applicability of the competency domains. It also asked about the sub-competencies within those domains. Specifically, for each sub-competency, the survey asked:
· Are related knowledge skills and abilities (KSAs) applicable to the staff in their division?
If so, 
· At which levels of performance do these KSAs apply? 
· Is training on associated topics available to the employees?
· Is the amount of training offered adequate?
Virtual interviews were conducted with 28 of the 31 PROS managers who had completed the online survey. These interviews provided context and an opportunity to better understand how competency-based training might impact the different MD-PROS divisions and units. (See Appendix V for the interview protocol.) Data from the both the survey and interviews were analyzed to identify training and development opportunities and priorities for the department as a whole. Then, data were reviewed to describe training needs by division within the department. 
[bookmark: _Toc205283622][bookmark: _Toc207012648]Assessment of Training Need and Priority

For each sub-competency, the applicability percentages were added to the percentages representing a lack of training and inadequacy of training to produce a cumulative priority score. Then, this initial priority score was multiplied by the applicability of its competency domain (the percentage of respondents indicating that the competency domain applied to their division). The weighted score allows for comparison of sub-competencies across different domains by taking into account how many respondents indicated the domain was applicable to their employees.
2
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Figure 2: Competency-informed instructional design can be thought of as a cyclical model.
Learning Gaps/Needs
Performance Assessment
Competency-based KSAs, key tasks, and KPIs
Targeted Learning Opportunities
Learning Pathways






Priority scores are expressed as an integer and can range from zero to three. Higher priority scores are interpreted as higher training need and identify an area in which to focus training development. The response percentages and the weighted priority scores are shown in the table below, with values ranging from 0.90 (lowest) to 2.35 (highest).
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	Applicability
	Training
	

	Across all Respondents:
	Applicable Competency
	No Training Exists
	Training Inadequate
	Priority Score
(Weighted)

	1.0 Leadership
	100%*
	
	
	

	1.1 Building Coalitions
	100%
	52%
	74%
	2.26

	1.2 Fiscal Entrepreneurship
	81%
	71%
	84%
	2.35

	1.3 Leading Change
	100%
	39%
	74%
	2.13

	1.4 Leading People
	100%
	16%
	74%
	1.90

	1.5 Community Engagement, Empowerment, and Participation
	94%
	52%
	81%
	2.26

	1.6 Directing Resources
	97%
	48%
	84%
	2.29

	1.7 Systems Thinking
	87%
	55%
	81%
	2.23

	
	
	
	
	

	2.0 Management and Supervision
	100%*
	
	
	

	2.1 Effective Communication and Interpersonal Skills
	100%
	19%
	74%
	1.94

	2.2 Monitoring and Improving Productivity
	97%
	29%
	65%
	1.90

	2.3 Delivering Excellence
	100%
	19%
	55%
	1.74

	2.4 Talent Recruitment, Selection, and Development
	90%
	48%
	87%
	2.26

	2.5 Team Building
	100%
	39%
	65%
	2.03

	
	
	
	
	

	3.0 Capital Project Management
	58%
	Of those…
	
	

	3.1 Capital Improvement Planning
	76%
	81%
	86%
	1.41

	3.2 Construction 
	62%
	71%
	71%
	1.19

	3.3 Contract Management 
	90%
	62%
	81%
	1.35

	3.4 Site Programming and Design
	71%
	76%
	81%
	1.33

	
	
	
	
	

	4.0 Business Acumen
	77%
	Of those…
	
	

	4.1 Innovation and Adaptability
	100%
	55%
	86%
	1.87

	4.2 Budget and Finance
	93%
	41%
	79%
	1.66

	4.3 Commercial Services Management
	72%
	76%
	86%
	1.82

	4.4 Human Resource Management
	86%
	52%
	79%
	1.68

	4.5 Marketing
	62%
	83%
	93%
	1.84

	4.6 Organization of Management Functions
	83%
	59%
	79%
	1.71

	4.7 Technology
	72%
	72%
	90%
	1.82

	4.8 Research and Evaluation
	86%
	45%
	76%
	1.60

	4.9 Project/Workflow Management
	90%
	55%
	86%
	1.79

	
	
	
	
	

	5.0 Asset Management 
	71%
	Of those…
	
	

	5.1 Accessibility Management 
	78%
	70%
	91%
	1.70

	5.2 Inventory and Condition Assessment
	83%
	57%
	74%
	1.51

	5.3 Lifecycle Management
	78%
	74%
	96%
	1.76

	5.4 Planning and Procedures
	91%
	39%
	78%
	1.48

	5.5 Sustainable Green Infrastructure
	65%
	65%
	83%
	1.51

	
	
	
	
	

	6.0 Operations and Maintenance
	77%
	Of those…
	
	

	6.1 Emergency Preparedness and Management
	93%
	22%
	67%
	1.41

	6.2 Technology and Software
	74%
	52%
	89%
	1.66

	6.3 Health, Safety, Security, and Environmental Factors
	96%
	22%
	59%
	1.38

	6.4 Service Scheduling, Performance, and Training
	81%
	37%
	78%
	1.52

	
	
	
	
	

	7.0 Landscape and Outdoor Management
	65%
	Of those…
	
	

	7.1 Historic/Heritage Landscape Management
	86%
	68%
	86%
	1.55

	7.2 Landscape, Horticulture, and Urban Forestry Management
	82%
	45%
	68%
	1.26

	7.3 Agency System and Landscape Planning
	73%
	68%
	91%
	1.50

	7.4 Outdoor Space Planning and Design
	68%
	73%
	82%
	1.44

	7.5 Place Making
	64%
	68%
	86%
	1.41

	
	
	
	
	

	8.0 Resource Stewardship
	61%
	Of those…
	
	

	8.1 Cultural/Historic Resource Management
	65%
	78%
	91%
	1.44

	8.2 Sustainability and Climate Leadership
	74%
	61%
	91%
	1.39

	8.3 Foundations of Conservation and Parks
	87%
	70%
	87%
	1.49

	8.4 Natural Resource and Ecosystem Management
	70%
	70%
	91%
	1.41

	8.5 Environment and Climate Foundations
	70%
	78%
	91%
	1.47

	
	
	
	
	

	9.0 Education and Interpretation
	45%
	Of those…
	
	

	9.1 Education Program Management
	67%
	56%
	78%
	0.90

	9.2 Interpretive Program Management
	72%
	61%
	89%
	1.00

	9.3 Media Resource Management
	67%
	78%
	94%
	1.08

	9.4 Interpretation as a Tool and Resource
	67%
	67%
	94%
	1.03

	
	
	
	
	

	10.0 Recreation
	52%
	Of those…
	
	

	10.1 Foundations of Recreation and Leisure
	75%
	70%
	90%
	1.21

	10.2 Systems of Evidence-Based Practice
	70%
	70%
	95%
	1.21

	10.3 Program Planning
	75%
	55%
	90%
	1.14

	10.4 Scheduling
	75%
	65%
	90%
	1.19

	10.5 Recreation, Sport, and Tourism Service Provision
	70%
	80%
	100%
	1.29

	10.6 Diversity, Equity, and Inclusion
	90%
	35%
	80%
	1.06

	
	
	
	
	

	11.0 Health and Wellness
	58%
	Of those…
	
	

	11.1 Health and Wellness Orientation 
	78%
	52%
	87%
	1.26

	11.2 Public Assessment
	52%
	83%
	96%
	1.34

	11.3 Policy and Program Planning
	52%
	74%
	91%
	1.26

	11.4 Collaboration 
	83%
	65%
	83%
	1.34

	11.5 Community Services Design and Management
	48%
	83%
	91%
	1.29




The priority scores provide a way to look at the training needs within and across divisions; however, they should not be used alone. In fact, these scores are meant to help guide continued discussions on training development, not dictate future offerings.  A list of the sub-competencies in order of their weighted priority scores is in Appendix VI. The highest priority scores were for the following sub-competencies: 
1.2 Fiscal Entrepreneurship
1.6 Directing Resources
1.1 Building Coalitions
1.5 Community Engagement, Empowerment, and Participation
2.4 Talent Recruitment, Selection, and Development
The lowest scores were in the Education and Interpretation domain. These scores could reflect the idea that the employees implementing and planning education and interpretation programming receive adequate training outside of the department, are happy with the amount of training the receive, or simply that the skills related to these sub-competencies do not overlap as much with other divisions’ needs. 
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The MD-PROS functional competencies apply differently across different divisions, units, and job classifications. In order to design professional development that targets the learning needs of individuals and teams within the parks department, the competencies and training experience were explored with Assistant Directors and Chiefs across MD-PROS. Below, information from both the survey and follow-up interviews have been summarized to describe the training priorities and preferences for five performance areas or divisions. As with Table 3 above, some divisions were grouped based on anticipated similarities. Interview summaries can be found in Appendix IV. 

Strategic Business Planning and Marketing
Number of managers providing information: 2

Priority Competencies
1.1 Building Coalitions
1.3 Leading Change
1.6 Directing Resources

4.1 Innovation and Adaptability
4.3 Commercial Services Management
4.4 Human Resource Management
4.5 Marketing
4.6 Organization of Management Functions
4.9 Project/Workflow Management

Division Summary
Any training on agility, resilience, and data-informed decision-making (especially for mid-level managers) would be beneficial. The division training priorities focus on leadership, business acumen, and operations/maintenance: “everyone is a leader” and “we can always do better.” In-person training because is preferred because it supports better learning because of connection between trainer and participants. The most important aspect of training is not necessarily the format but the follow-up to ensure that learning to place.

Some training priorities specific to marketing are professionalism, time management, and related soft skills. Basic marketing skills, writing proficiency, and team management were also mentioned. Finally, marketing employees in particular could benefit from “cross-training” across divisions to improve communication and breakdown silos. Job shadowing in other divisions would allow them to learn about the different work areas.


First Year:
Focus on county and division onboarding. Learn the SOPs and PROS culture.

Potential training:
PROS culture and process improvement (currently in development)

ASAP Training:
Writing skills; basic marketing training (including analytic skills); and managing a team.

Delivery Method:
In-person; online is too easy for people to skip content and just take quiz. Whatever the method, follow-up is needed to see if learning took place.

Aesthetics and Conservation/Stewardship Operations
Number of managers providing information: 5

Priority Competencies:
1.2 Fiscal Entrepreneurship
1.7 Systems Thinking

2.4 Talent Recruitment, Selection, and Development
2.5 Team Building

7.1 Historic/Heritage Landscape Management
7.3 Agency System and Landscape Planning


Division Summary
A large number of the employees in this division are front-line staff who work at park sites and other field locations. They have a lot of required trainings that are developed externally, and for some trainings they partner with the University of Florida Extension Service. Employee development should align with industry certifications and technical skill already required, while adding content on the culture of customer service. Training in management and refresher trainings for standard operating procedures and forms would benefit supervisors. Because of the widely dispersed workforce, training on location, outdoors, and in smaller doses is preferred.

First Year:
Focus on PROS policies and practices, communication and leadership skills, with specialized training by unit.

Potential training:
Incorporation and use of technology to benefit their work; also, add staff development outside existing safety and licensure training.

ASAP Training:
Customer service and use of technology

Delivery Method:
In-person, hands-on training is strongly preferred, particularly in 3-to 4-hour chunks

Performance Excellence
Number of managers providing information: 5

Priority Competencies:
1.1 Building Coalitions
1.2 Fiscal Entrepreneurship
1.3 Leading Change
1.4 Leading People
1.5 Community Engagement, Empowerment, and Participation
1.6 Directing Resources
1.7 Systems Thinking

2.2 Monitoring and Improving Productivity
2.4 Talent Recruitment, Selection, and Development
2.5 Team Building

4.1 Innovation and Adaptability

Division Summary
This division’s business depends on understanding the other divisions’ business. Therefore, they need some exposure to each of the divisions/units across MD-PROS. Some employees will need to focus on planning and project management, while others will benefit from soft skills training to support their intradepartmental work. This division also emphasizes leadership and management/supervisory skills both as a direct need for their employees and for supporting employees in other divisions.

First Year:
Focus on the department’s existing 90-day onboarding plan that covers multiple units. In addition, project management and compliance requirements. Process review and workflow.

Potential training:
Parks Planning and some life cycle, capital project management 

ASAP Training:
Conflict resolution (handling “difficult people”) and communication skills; performance management (monitoring productivity); time and task management. Also, County operations; technology (obsolete databases); and modernizing processes for online. Project workflow management.

Delivery Method:
In-person, in chunks three hours or less. Hybrid approach would also work.

Planning, Design, and Construction
Number of managers providing information: 5

Priority Competencies:
1.1 Building Coalitions
1.2 Fiscal Entrepreneurship
1.5 Community Engagement, Empowerment, and Participation

2.1 Effective Communication and Interpersonal Skills
2.5 Team Building

3.1 Capital Improvement Planning

7.1 Historic/Heritage Landscape Management
7.2 Landscape, Horticulture, and Urban Forestry Management
7.3 Agency System and Landscape Planning
7.4 Outdoor Space Planning and Design


Division Summary
This division stressed that their employees are well-educated for the types of positions they hold, and training and development should focus on skills related leadership and team management, as well as county and departmental responsibilities such as procurement and scheduling. In addition, there is a need for some employees to stay abreast of industry changes. Training is strongly supported by the managers in this division, and there is an interest in shorter sessions and sessions on policies and business practices. Particularly for those in design, there is an interest in understanding the experiences of other divisions so as to inform their own design work.

First Year:
Focus on scheduling, procurement, training on “We are parks – this is what we do.” Also, unit specific training.

Potential training:
Alignment of division values with MD-PROS values; ethics.

ASAP Training:
Project management refresher; and topics very specific to unit needs (e.g., changes in construction codes).

Delivery Method:
Shorter sessions and in-person training with additional engagement and follow-along components.

Destinations, Recreation, Operations, and Zoo
Number of managers providing information: 15

Priority Competencies:
1.1 Building Coalitions
1.2 Fiscal Entrepreneurship
1.3 Leading Change
1.5 Community Engagement, Empowerment, and Participation
1.6 Directing Resources

2.4 Talent Recruitment, Selection, and Development

5.3 Lifecycle Management

Division Summary
While the priority competencies above reflect all 15 managers surveyed, the following and below are not informed by managers from Zoo Miami, who were unable to participate in an interview. This group is the largest and most functionally diverse, because it represents several divisions focused on providing external services. The specific and diverse needs described by these managers point to tiered and differentiated approaches to training on topics that are desired across the different units. For example, customer service training for revenue generating departments will necessarily be different from customer service training for conservation focused employees. Dealing with difficult customers or deescalating conflict are topics that could be short, focused trainings to augment the basic customer service offering. (All of these topics, as well as business and financial and education and interpretation were mentioned by this group.)

First Year:
Focus on customer service and customer focus orientation. Also, internal communications, understanding the department and operations, and leadership.

Potential training:
Emotional intelligence, ownership of PROS mission, customer service and managing employees

ASAP Training:
Management and Supervision, Customer service training would help deescalate complaints. “Refresher” training is needed (e.g., incident reporting).

Delivery Method:
Training should be offered at different levels as managers may need to delve into a topic. Multiple settings needed to meet the variety of needs but online can accommodate busy schedules for many.





[bookmark: _Toc205283624][bookmark: _Toc207012650]Academy and Curriculum Recommendations
[bookmark: _Toc205283625][bookmark: _Toc207012651]Overview
The MD-PROS Employee Academy will be the functional home for the department’s staff development throughout their PROS career. Using a competency-based approach to learning and career development, the Academy will support an MD-PROS learning ecosystem that can adapt and grow to meet the needs of the department, divisions and units, managers, and employees. Rather than building a learning and development program with a calendar of individual course offerings, learning pathways with menus of options for knowledge and skill acquisition will be constructed with input from managers, supervisors, directors, and the performance excellence team.

What is a Learning Pathway?
… a set of courses or other learning opportunities with defined objectives that are tied to specific knowledge, skills, and abilities. Pathways allow employees to progress through the learning components to build their skills and reach their performance goals. 

The Eppley and MD-PROS team have defined a competency framework, surveyed training needs across the department, reviewed existing curricula, and outlined the components of a comprehensive employee development program. This section describes the recommended structure and function of this professional development hub, suggests content, and outlines next steps for building out the Employee Academy. 

[bookmark: _Toc206769788]


Figure 3: Competency-informed instructional design can be thought of as a cyclical model.
Learning Gaps/Needs
Performance Assessment
Competency-based KSAs, key tasks, and KPIs
Targeted Learning Opportunities
Learning Pathways











Steps in building the MD-PROS Employee Academy 
1. Crosswalk existing training curricula to the MD-PROS Competency Framework. This process was started by the Eppley team using the table in Appendix VII. Each learning module/event should be described as to which and to what extent the sub-competencies are addressed.
2. Identify and describe the key demonstrable tasks associated with each of the MD-PROS sub-competencies at the three performance levels. Matching existing key performance indicators (KPIs) to these sub-competencies can help further operationalize the sub-competencies and connect them to employee development and evaluation.
3. Identify and address critical, time-constrained training needs. As new training is developed to meet emergent needs, identify the applicable competencies and document the targeted performance level(s). Also, document related training opportunities.
4. Outline department-wide learning pathways, starting with desired outcomes for each performance level. Include existing or new learning events that cumulatively build learner competence to achieve the desired outcomes. Using the competency crosswalk and the KSAs and tasks linked to the sub-competencies, include assessment and evaluation. 
5. Design and develop learning opportunities that include lesson plans, supporting materials, and assessments. Learning opportunities can take many forms and have any duration; all should have some level of assessment incorporated into the plan.
6. Implement the employee academy as part of annual performance review and planning with employees. 
7. Build out division and unit specific opportunities that address functional competencies and allow for tracking external training and technical competency.

[bookmark: _Toc205283626][bookmark: _Toc207012652]Continued Competency Definition and Alignment
(Steps 1 and 2)
The MD-PROS Competency Framework is a tool for focusing training on specific performance metrics and learning outcomes. Each sub-competency should be further defined with descriptions of the tasks and metrics that demonstrate competence at the Entry, Developing, and Full Performance levels in the PROS divisions and units for which they apply. These performance statements can be tailored to fit a division’s needs or for individual job classifications. In this sense, you are describing what the competency looks like for different applications and settings. 


 An Example:
For the sub-competency 2.5 Team Building, the definition is:
Inspire, motivate, and lead others toward achieving mission-driven goals. Foster strong teamwork by building and maintaining collaborative relationships; and consistently contribute to the development of high-performing, effective teams.

Performance Statements for Entry Level employees might focus on participation in team meetings, collaborating on projects, working well with colleagues on assigned tasks. 

For Developing employees, these performance statements might include 
· Leads by example and sets standards for professional behavior. Helps those in need of assistance, regardless of rank.
· Promotes the creation of shared mission, vision, and values, and uses those principles to guide actions.

Full Performance employees would have performance statements such as
· Meets with subordinates regularly to discuss their goals and how to integrate professional goals with the Department’s mission and expectations.
· Sees the potential in others and takes opportunities to apply and develop that potential.
· Solicits and rewards full participation in team meetings.



Another task that supports competency-based learning programs is mapping curriculum to the competency framework. The resulting competency grid can be used to look at how well a training program or other course of study addresses desired competencies. The MD-PROS Leadership Academy pilot consisted of up to 11 webinar and lecture type training events, held both in person and online. Each module addressed a functional area of the parks department or general department wide information. Leadership Academy curriculum materials were provided to Eppley and reviewed for their relative focus on sub-competencies. Table 5, below, shows the extent to which these existing modules addressed MD-PROS sub-competencies. This process provides a model for assessing other existing training and highlights areas in which new training can focus to fill out competency-based content in any given training program (or learning pathway).


	 = Nominal Focus
(introduction/overview of competency)
	 = Considerable
(25-50% of content focus on competency)
	 = Prominent
(50-75% of content focus on competency)
	 = Principle
(>75% of content focus on competency)


[bookmark: _Toc206769869]
Table 5: Leadership Academy modules Crosswalk with PROS Competency Framework
	Sub-Competencies
	Module Title
	Business Planning – Strategic Focus
	Business Planning – Transactional Focus
	Conservation
	Improving Customer Service w Emtnl Intel
	Park Authority: History / Key Legislation
	Human Resources Policies and Procedures
	Maintenance Activities Training for Park Managers
	Marketing and Communication
	Recreation Programming
	Risk Management
	Leadership and Management Skills

	0.0 PROS Foundation
	
	
	
	
	
	
	
	
	
	
	

	0.1 Agency Orientation
	
	
	
	
	
	
	
	
	
	
	

	0.2 Core Values
	
	
	
	
	
	
	
	
	
	
	

	0.3 Standards of Behavior
	
	
	
	
	
	
	
	
	
	
	

	1.0 Leadership
	
	
	
	
	
	
	
	
	
	
	

	1.1 Building Coalitions
	
	
	
	
	
	
	
	
	
	
	

	1.2 Fiscal Entrepreneurship
	
	
	
	
	
	
	
	
	
	
	

	1.3 Leading Change
	
	
	
	
	
	
	
	
	
	
	

	1.4 Leading People
	
	
	
	
	
	
	
	
	
	
	

	1.5 Community Engagement, Empowerment, and Participation
	
	
	
	
	
	
	
	
	
	
	

	1.6 Directing Resources
	
	
	
	
	
	
	
	
	
	
	

	1.7 Systems Thinking
	
	
	
	
	
	
	
	
	
	
	

	2.0 Management and Supervision
	
	
	
	
	
	
	
	
	
	
	

	2.1 Effective Communication and Interpersonal Skills
	
	
	
	
	
	
	
	
	
	
	

	2.2 Monitoring and Improving Productivity
	
	
	
	
	
	
	
	
	
	
	

	2.3 Delivering Excellence
	
	
	
	
	
	
	
	
	
	
	

	2.4 Talent Recruitment, Selection, and Development
	
	
	
	
	
	
	
	
	
	
	

	2.5 Team Building
	
	
	
	
	
	
	
	
	
	
	

	3.0 Capital Project Management
	
	
	
	
	
	
	
	
	
	
	

	3.1 Capital Improvement Planning
	
	
	
	
	
	
	
	
	
	
	

	3.2 Construction
	
	
	
	
	
	
	
	
	
	
	

	3.3 Contract Management
	
	
	
	
	
	
	
	
	
	
	

	3.4 Site Programming and Design
	
	
	
	
	
	
	
	
	
	
	

	4.0 Business Acumen
	
	
	
	
	
	
	
	
	
	
	

	4.1 Innovation and Adaptability
	
	
	
	
	
	
	
	
	
	
	

	4.2 Budget and Finance
	
	
	
	
	
	
	
	
	
	
	

	4.3 Commercial Services Management
	
	
	
	
	
	
	
	
	
	
	

	4.4 Human Resource Management
	
	
	
	
	
	
	
	
	
	
	

	4.5 Marketing
	
	
	
	
	
	
	
	
	
	
	

	4.6 Organization of Management Functions
	
	
	
	
	
	
	
	
	
	
	

	4.7 Technology
	
	
	
	
	
	
	
	
	
	
	

	4.8 Research and Evaluation
	
	
	
	
	
	
	
	
	
	
	

	4.9 Project and Workflow Management
	
	
	
	
	
	
	
	
	
	
	

	5.0 Asset Management
	
	
	
	
	
	
	
	
	
	
	

	5.1 Accessibility Management
	
	
	
	
	
	
	
	
	
	
	

	5.2 Inventory and Condition Assessment
	
	
	
	
	
	
	
	
	
	
	

	5.3 Lifecycle Management
	
	
	
	
	
	
	
	
	
	
	

	5.4 Planning and Procedures
	
	
	
	
	
	
	
	
	
	
	

	5.5 Sustainable Green Infrastructure
	
	
	
	
	
	
	
	
	
	
	

	6.0 Operations and Maintenance
	
	
	
	
	
	
	
	
	
	
	

	6.1 Emergency Preparedness and Management
	
	
	
	
	
	
	
	
	
	
	

	6.2 Technology and Software Use
	
	
	
	
	
	
	
	
	
	
	

	6.3 Health, Safety, Security, and Environmental Factors
	
	
	
	
	
	
	
	
	
	
	

	6.4 Service Scheduling, Performance, and Training 
	
	
	
	
	
	
	
	
	
	
	

	7.0 Landscape and Outdoor Management
	
	
	
	
	
	
	
	
	
	
	

	7.1 Historic/Heritage Landscape Management
	
	
	
	
	
	
	
	
	
	
	

	7.2 Landscape, Horticulture, and Urban Forestry Management
	
	
	
	
	
	
	
	
	
	
	

	7.3 Agency System and Landscape Planning 
	
	
	
	
	
	
	
	
	
	
	

	7.4 Outdoor Space Planning and Design
	
	
	
	
	
	
	
	
	
	
	

	7.5 Place Making 
	
	
	
	
	
	
	
	
	
	
	

	8.0 Resource Stewardship
	
	
	
	
	
	
	
	
	
	
	

	8.1 Cultural/Historic Resource Management
	
	
	
	
	
	
	
	
	
	
	

	8.2 Sustainability and Climate Leadership
	
	
	
	
	
	
	
	
	
	
	

	8.3 Foundations of Conservation and Parks
	
	
	
	
	
	
	
	
	
	
	

	8.4 Natural Resource and Ecosystem Management
	
	
	
	
	
	
	
	
	
	
	

	8.5 Environment and Climate Foundations
	
	
	
	
	
	
	
	
	
	
	

	9.0 Education and Interpretation
	
	
	
	
	
	
	
	
	
	
	

	9.1 Education Program Management
	
	
	
	
	
	
	
	
	
	
	

	9.2 Interpretive Program Management
	
	
	
	
	
	
	
	
	
	
	

	9.3 Media Resource Management
	
	
	
	
	
	
	
	
	
	
	

	9.4 Interpretation as a Tool and Resource
	
	
	
	
	
	
	
	
	
	
	

	10.0 Recreation
	
	
	
	
	
	
	
	
	
	
	

	10.1 Foundations of Recreation and Leisure
	
	
	
	
	
	
	
	
	
	
	

	10.2 Systems of Evidence-Based Practice
	
	
	
	
	
	
	
	
	
	
	

	10.3 Program Planning
	
	
	
	
	
	
	
	
	
	
	

	10.4 Scheduling
	
	
	
	
	
	
	
	
	
	
	

	10.5 Recreation, Sport, and Tourism Service Provision 
	
	
	
	
	
	
	
	
	
	
	

	10.6 Diversity, Equity, Inclusion, and Social Justice (DEIJ)
	
	
	
	
	
	
	
	
	
	
	

	11.0 Health and Wellness
	
	
	
	
	
	
	
	
	
	
	

	11.1 Health and Wellness Orientation
	
	
	
	
	
	
	
	
	
	
	

	11.2 Public Assessment
	
	
	
	
	
	
	
	
	
	
	

	11.3 Policy and Program Planning
	
	
	
	
	
	
	
	
	
	
	

	11.4 Collaboration
	
	
	
	
	
	
	
	
	
	
	

	11.5 Community Services Design and Management
	
	
	
	
	
	
	
	
	
	
	




[bookmark: _Toc205283627][bookmark: _Toc207012653]Addressing Priority Training Needs
(Step 3)
While building a comprehensive training program such as the MD-PROS Employee Academy, divisions and units within the parks department will have more immediate training needs. Some of these are evident from the Learning Needs Analysis: more than one department mentioned customer service and writing and communication skills as priorities. Some of these topics will likely need to be tailored to the purposes of different divisions. For example, customer service for employees working in the golf unit will focus on retail sales interactions. Customer service training for conservation stewardship field staff will support informal visitor contacts and connecting the public to information. Where there are similarities in training needs, the instructional design can incorporate a basic set of learning objectives and related content and then connect division-specific modules to provide contextual learning opportunities and tailored content.

[bookmark: _Toc206769870]

Table 6: Cross-Division Training Interests
	Potential Training Topics Identified by Multiple Divisions 

	Conflict Management

	Customer Service

	Survey of MD-PROS divisions and their work

	Mission, Vision, Values

	Writing and Communication Skills

	Adopting and Using New Technology





Throughout the continued design and delivery of just-in-time and strategic priority learning events, using the competency framework and related tools for mapping training content to learning pathways and desired outcomes will build depth to the employee academy course of study. As learning pathways are designed, these trainings can be included in the menu of options available to employees.

[bookmark: _Toc205283628][bookmark: _Toc207012654]PROS Pathways
(Step 4)
A critical difference between a training catalog of courses and an employee development academy is the use of learning pathways. Rather than a list of courses, learning pathways offer curated, sequenced tracks based on the roles, skills, or goals of the employees. The human resources/performance excellence division, through the use of a learning management system, can provide recommended learning journeys as well as differentiated options that meet division and unit needs. 
Learning pathways are tailored to job roles, career levels, or development plans. When aligned with a competency framework, they can be aligned with desired performance metrics. Assessments, checkpoints, and tiered learning are embedded in the pathways so as to verify learning outcomes, and ultimately, inform management decisions.
The pathways allow learners, and in many cases, their supervisors to plan and track learning and achievement of competency in selected areas of study. For example, many of the division Chiefs interviewed indicated that they required certain onboarding training for their newly hired employees in addition to the department onboarding. This unit- or even position-specific onboarding varies across divisions. In some cases, it is a formalized set of courses, certifications, or task-based evaluations. In others it is less defined or includes job shadowing. Regardless of the type of onboarding requirements, these learning events represent the type of individualized employee development, assigned and verified by a manager, that comprise a learning pathway. 
Ultimately, the MD-PROS Employee Academy will accommodate learning pathways tailored to each division or unit. The recommended starting point is to develop department wide pathways. At the department level, several potential “PROS Pathways” were identified by the training team: 
· New Employee Orientation
· PRIDE Program
· Supervisor Technical Training
· Leadership Development
· Instructor Development
Development of the PROS Pathways should start with the New Employee Orientation, followed by the PRIDE Program, as these address many of the requested topics and were most easily articulated by the training team. 
The overview for the New Employee Orientation Learning Pathway with suggested components follows.






   New Employee Orientation Pathway: OVERVIEW
Curriculum and Course Offerings
Target Audience: Department-wide, all FT and PT employees

Contact Hours: 
Route 1: Entry = 8 hours
Route 2: Developing = varied 
Route 3: Full = 8 hours
	
Delivery Methods: 
Route 1: Basic: NEO training that includes the current day-long session, modules
Route 2: Division Focus: Online courses
Route 3: Seasonal Inservice: 1-day field workshop

Theme/Description: The Orientation Pathway is the introduction to the parks department and is a bridge from the County hiring process to the policies, practices, and culture of PROS. Routes one and two will typically be sequential and completed by all FT employees, while Route 3 is assigned for seasonal onboarding only.

Courses:
	1
	2
	3

	· Mission/Vision/Values
· All About Parks
· PROS Structure
· HR Overview
	· Director’s Module
· Other division specific modules
· Checklists
· 30-day performance review 
	· Safety
· HR compliance




Pre-requisites: a check or verification of participation in the County, including an assessment related to content prioritized by the parks department

Competency Alignment:
	0.1	Agency Orientation
0.2	Core Values
0.3	Standards of Behavior
6.1 Emergency Preparedness/Mngmnt
6.4 Service Sched, Perfrmnce, Training

	8.3	Foundations of Conservation and Parks
10.1	Foundations of Recreation and Leisure
10.3 Recreation, Sport, Tourism Service Provision
11.1	Health and Wellness Orientation
+ varied others depending on Division


Assessment Strategy:
Route 1: informal classroom assessment (examples: think-pair-share, muddiest point, guided Q and A)
Route 2: online assessment for e-course(s), uploading attestation with checklist; solicited email question for verifying performance review
*Optional/special audience
Below is a suggested overview page for the PRIDE Program Pathway.

   PRIDE PROGRAM Pathway: OVERVIEW
Curriculum and Course Offerings
Target Audience: Department-wide, all FT employees after first year with PROS.

Contact Hours: 
Route 1: Entry = 15 hours/self-paced
Route 2: Developing = varied, minimum 24 hours
Route 3: Full = 36 hours/year
	
Delivery Methods: 
Route 1: Entry = Online Courses
Route 2: Developing = Independent Study
Route 3: Full = Cohort-based, online courses and shadowing

Theme/Description:
The PRIDE Program Pathway emphasizes applying the PROS Foundation competencies in the workplace. It focuses on career exploration, interdisciplinary learning across parks and recreation fields, self-assessment and independent professional growth through project-based learning. The final route explores theory and practice of mentoring and prepares the learner to mentor PROS employees.

Courses:
TBD

Pre-requisites: Completion of New Employee Onboarding Pathway, including employee’s division requirements

Competency Alignment:
	0.1	Agency Orientation
0.2	Core Values
0.3	Standards of Behavior
1.3	Leading Change
1.4	Leading People
1.7	Systems Thinking

	8.3	Foundations of Conservation and Parks
10.1	Foundations of Recreation and Leisure
10.2	Systems of Evidence-Based Practice
11.1	Health and Wellness Orientation

+ varied others depending on RDA in Rte 2



Assessment Strategy:
Route 1 will include online content-based assessment after each e-course; Route 2 requires an accepted proposal or RDA (request for developmental activity), monthly reports, and a final portfolio piece. Route 3 includes a combination of online assessment, discussion, written essay, and performance evaluation.


[bookmark: _Toc205283629][bookmark: _Toc207012655]Learning Events and the Learning Ecosystem
(Step 5)
Learning Pathways are made up of learning events, which can vary widely in delivery methods, duration, timing, and other variables. The recommended learning events for the MD-PROS Employee Academy may or may not be offered online but will be tracked using a learning management system (LMS). All learning events should also be documented using a standardized format for recording all details necessary to conduct and replicate the trainings as needed. Each learning event should have a detailed lesson plan with timestamped content, as well as teaching methods, student materials, and assessments. 

Professional learning takes many forms, and any one employee will learn from a variety of sources over their career. This “learning ecosystem,” with its diversity of resources, topics, formats, and technologies, should be cultivated as part of the MD-PROS Employee Academy.  As training is developed for MD-PROS employees, care should be taken to include the variety of learning contexts and sources that shape employees’ professional experiences. In addition, offering learning opportunities across different media can increase employees’ ownership of their professional growth. Some examples of learning events that can be included as part of the Academy’s Learning Paths are listed in Table 7, below. 

[bookmark: _Toc206769871]Table 7: Types of Learning Opportunities
	
	

	Multi-day In-person Workshops
	Individual Developmental Activity/Project

	Day/Half-day In-person Sessions
	Professional resources – job aids, online fora

	Clinics/Field Days
	E-courses and micro-learnings, asynchronous

	Seminar Series
	Job coaching – specific supports

	Retreats
	Job shadowing – one-on-one, short-term

	Webinars
	Mentoring programs – formal, longer-term

	Staff Meetings / Tailgate Talks
	Formal education programs – external

	Just-in-Time or Triage Trainings
	Professional association involvement - incentivized

	Blended learning, Cohorts
	Professional certification and licensing programs



Tiered Learning
Tiered learning is inherent to the Learning Pathway model and uses a scaffolding approach to instructional design. In this approach, the learning objectives associated with any training event are tied to the audience’s previous learning outcomes. Course content and complexity build on those of previous trainings and experiences. An individual learner, therefore, is presented with training content that is increasingly detailed and/or specialized as they move through the tiers.

What is scaffolded learning?
…an instructional technique that provides support to learners to a lessening degree as they progress through a curriculum. Previous training and life experience are drawn used to ground new information and support understanding. 

Using the information provided by MD-PROS managers on the employee performance levels associated with sub-competencies, course content should be targeted to the Entry, Developing, and/or Full Performance levels. Each Learning Pathway can contain tiers of training events, much like a 100-level course followed by a 200-level course, and so on. In the Learning Pathway examples above, these are represented by the various “routes” within the pathway; but tiered learning can occur within routes as well, particularly as Pathways are designed for specific Division needs. For example, a Learning Pathway for Marketing might contain a route for professional writing, a route for marketing and public relations in government, and a soft skills refresher series that is cross listed for other Division Learning Pathways. Each of these routes will have multiple learning opportunities; a series of online courses for the first path could look like Figure 3 with each course assuming mastery of the previous courses’ content.


[bookmark: _Toc206769789]Figure 4: Example Learning Path Course Series
MD-PROS: Professional Writing Badge

Entry



The Performance Excellence training team should work with division and unit managers to compile learning opportunities, including external trainings that can be tracked via the MD-PROS LMS and internal training that is developed and managed in house. While care should be taken to diversify the learning options, one approach that fits nicely with the tiered learning approach is the microlearning. Typically, a microlearning is offered as a self-directed, online course that takes less than 15 minutes for the learner to complete. These training events are small in scope and target just a few skills or a bit of information.  Microlearning is a great approach for addressing a specific, immediate need across many employees or positions. 

Assessment and Verification of Learning
Assessment and evaluation work together to describe and inform individual performance, track desired metrics across groups of learners, and ultimately point to the impact of the training program (the Employee Academy and Learning Pathways). However, it all starts with specifically assessing the intended outcomes of training, both short- and long-term. In the short-term, regardless of the type of learning event, how it is disseminated, or who directs the learning, verification of that learning is paramount. Prior to receiving credit in the LMS for participation in a course or program, learners should demonstrate a designated level of competence in the subject matter. In the longer-term, performance metrics can indicate how training content is being applied in the workplace. 

While timing and format of assessment are tailored to the purpose of the evaluation, the content of assessment is always aligned to the competencies, KSAs, tasks, and learning objectives. In this way, assessment is part of the training experience and is designed concurrently with learning events. Even when training is delivered informally or in the field, verifying that the concepts were understood by the learners is fundamental to employee competence and ultimately the success of a professional development program. 

Avoiding burdensome over-testing of employees requires some creativity and planning on the part of those designing and delivering training. With some training, embedded assessment in the form of learner engagement will meet the need: having each staff member chalk part of the field and stow the equipment gives an instructor enough information to verify the learning. Of course, other learning events require more overt collection of assessment data. Classroom-based or online course can ask each participant to answer a scenario-based question or do a two-minute presentation before the conclusion of the training. External trainings with their own verification (certificates, exams) can be included in the overall LMS as well. More involved professional development experiences, such as mentoring or a cohort-based blended learning route, can rely on mentor feedback, observation checklists, or submitted project work. Once again, all of these assessments should be directly based on the learning objectives and competencies used to design the learning experiences.

[bookmark: _Toc205283630][bookmark: _Toc207012656]Career Lifecycle Support
(Step 6)
The interviews conducted with MD-PROS leaders for the Learning Needs Analysis asked about the feasibility of incorporating discussions around training into the annual performance review meetings held between supervisors and their employees. Overwhelmingly, the feedback was positive. The interviewees supported their employees having those conversations and planning for professional development with supervisors; some indicated that they already had those types of discussions. Annual development planning, particularly when it includes competency self-assessment, provides a mechanism for mapping professional growth. Competencies can help to empower employees to set their own developmental direction with their supervisors’ input. Employees work with their supervisors to identify key competency areas of importance and assess job performance together as part of an effort to establish overall employee competence. 

The performance excellence training team should employ a self-assessment for the MD-PROS Competency Framework that can adapt to each Division’s needs. In addition, technical competencies and field-specific certifications can be incorporated into the process to assist supervisors in tracking and managing their staff. The annual self-assessment process also informs future training development as the Employee Academy adds learning opportunities to meet the needs of their workforce. When a competency is targeted for professional development, the training team can respond with existing or potential opportunities for building the appropriate related KSAs.

[bookmark: _Toc205283631][bookmark: _Toc207012657]Addition of Division/Unit Learning Paths
(Step 7)
As the Employee Academy becomes fully operational for department-wide training and development, the involvement of Division and Unit leadership will focus primarily on support for their employees’ time spent learning. Then, as the self-assessment and development planning with supervisors is integrated into the MD-PROS culture, the managers will become more familiar with the structure and function of the Employee Academy for both their and their employees’ professional growth. As mentioned above, the PROS Pathways will be joined by Division or Unit Pathways as the need and interest grows. To best serve the employees, these learning pathways should be designed with input from this project’s LNA and in further collaboration with the respective managers. 

The first Division Pathways that should be implemented are those that address employee onboarding and further development of the PROS Foundation Competency (0.0: the universal competency that includes the department’s mission, vision, and values). These pathways can draw from existing learning events and routes by cross-listing in the MPROS LMS, and they can incorporate division and unit onboarding requirements, followed by learning routes that build on the 0.0 sub-competencies in the context of division and unit culture, job classifications, and work settings.

[bookmark: _Toc205283632][bookmark: _Toc207012658]Academy Structure
The MD-PROS Employee Academy will be a multi-phased, project that will grow with the parks department as the needs of its workforce change. With department-wide PROS Pathways as well as pathways tailored to the Division/Unit needs, the structure of the Academy could be as streamlined or complex as required to maximize the flexibility for employee professional development. As an example, Figure 4 depicts a portion of the Employee Academy and suggested potential Pathways and learning routes. Some pathways may be very straightforward, like the PRIDE Leadership Pathway with its sequential paths/routes. Other routes, like the Division-specific Onboarding Series, may overlap with or be embedded in more than one Pathway. As shown in the graphic, Division Onboarding Series are included as part of the Orientation Pathway and as part of the Division Pathways. This dual purposed series allows the curriculum content to meet the needs of both the department and individual divisions.



[bookmark: _Toc206769790]Figure 5: Partially Developed Structure for MD-PROS Employee Academy
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The success of the MD-PROS Employee Academy will depend on support from all levels of the parks department. Leadership support is integral to the development of the program, while manager and staff buy-in is critical to make the most of the program outcomes. MD-PROS has laid the groundwork for a robust and valuable professional development system by adopting a competency framework and acquiring a learning management system. Involvement and enthusiasm from the managers and administration has given the Employee Academy a strong base from which to develop tailored curriculum for their diverse workforce. As the MD-PROS training team moves forward to implement the LMS and PROS Pathways, several essential elements must be in place for success. These elements are described below.
[bookmark: _Toc205283634][bookmark: _Toc207012660]Essential Supports for Embedded Employee Development 
Evaluation and Assessment
Much of instructional design is based on the concept of “beginning with the end in mind.” The competency-based approach, with its defining knowledge, skills, and tasks, is a good example of this. Equally important is the design of a formal evaluation plan for the Academy. There are several effective models for program evaluation in adult education settings. All of these rest on linking the individual learning events and their objectives to desired departmental outcomes, and ultimately societal benefit. Program evaluation will use data from training implementation, assessment, job performance, productivity outputs, and key performance indicators (KPI) to verify the efficacy of the academy. At a minimum, having a structured approach to evaluation will increase validity and efficiency of program improvement by allowing the training team to collect and track meaningful data to inform their practice. When fully maximized, program evaluation can demonstrate connection between the development of individual employees and impacts to such long-term outcomes as visitor support for parks and recreation and environmental resilience of managed conservation lands. 
Effective Use of Existing Courses
This project reviewed some existing training materials for their emphasis of the MD-PROS competencies. Reusing existing training plans and materials that already or can be revised to reflect competency alignment will soft launch the Employee Academy and new LMS. These learning events can be used to pilot the functionality of the technical system while also implementing components of the academy such as linking training to competency. New employee orientation is a good example of an ongoing training that can be aligned with competencies, strengthened with assessment, and tracked in the LMS as other offerings are being designed. 
Working with Divisions on Targeted Learning
In addition to the use of new employee orientation to onboard the new LMS and implement competency-based learning and assessment, new learning events and pathways will be developed. Strategic and responsive development of training is a strength of the Employee Academy and competency framework, and the ability to provide learning opportunities to address Divisions’ needs and priorities will be important for utilization of the academy. When a training need is selected for development into a learning event, the MD-PROS training team should work with the manager to identify which of the sub-competencies and key tasks should be addressed and at what level of performance. Learning objectives based on KSAs and key tasks of the relevant sub-competencies should then be developed by the training team and shared with the Division manager for review. At this point development of the content, materials, and assessment can proceed. After the learning event, the division should provide feedback to the training team on the training development process and delivery.
Another important way in which the Employee Academy can assist managers and supervisors is as a support to the annual performance review and development planning for employees. While employees and supervisors can identify developmental goals and request training opportunities, they can also utilize competency self-assessment to inform that process. Once competencies in need of development or of interest to the employee are identified, the appropriate courses and learning pathways should be located using the LMS interface. 
Supervisors can assign or recommend training for their staff individually as well as to whole teams. This process of incorporating training opportunities into annual reviews embeds the Academy in the management of employees and supports a learning-focused organizational culture. When combined with the training development process described above, it integrates the Academy with management process and key performance metrics (related to key tasks and KSAs). The Performance Excellence Division should facilitate buy-in from supervisors and their subordinates to encourage adoption of a learning oriented annual review process.
Ongoing Administrative and Financial Support
As MD-PROS moves toward a fully embedded employee development approach, the training team will need continued resources and support for developing, maintaining, and updating curriculum materials. Investment on the front end is especially important as the design processes and competency framework details are built out and implemented across the department. Specific next steps are outlined in the Academy and Curriculum Recommendations section. The work described there will be taking place as ongoing training events are planned and conducted by staff. As the structure of the Employee Academy is put in place and more competency-based learning pathways are designed, some of the burden for training management can be shifted to Divisions (see next sub-section). 
Instructor Development Program
To support effective, tailored training across their workforce, MD-PROS should establish a cohort of training liaisons to work with the Divisions. These liaisons would be those existing employees who have an interest in implementing training in their unit. They could ensure that their colleagues are informed about the Academy and have access to the resources they need to pursue their required and elective learning experiences. Specifically, a PROS Pathway for Instructor Development should be designed with the following goals:
1. Improved delivery of training at the division and unit level.
2. Effective and efficient communication between the Performance Excellence training team and Division managers.
3. Elevation of professional development within the organizational culture at MD-PROS.
4. Development of a community of practice within the Parks Department for staff instructors.
Interested employees would apply to the Instructor Development Pathway with the support of their supervisors. The participants would proceed through a series of learning events that introduce and explore the fundamentals of adult learning, instruction management, learning design and assessment. Upon completion of the pathway, the new instructors would assist the training team in delivery of content to their respective divisions. This program would ensure that training within divisions was connected to the LMS and Employee Academy and verified by the liaison instructors for accountability. 
Mentor Development Program
Many of those interviewed for this project indicated that mentoring was a valuable option for employee development. However, there was no formal process for training mentors, matching with mentees, and evaluating the mentoring experience. Mentor development is indicated in the proposed PRIDE Leadership Pathway as a full-performance level route. Goals for this learning series would include:
1. Develop and support mentorship as a full-performance leadership skill set.
2. Prepare department leaders to offer supportive and impactful mentoring experiences to protégés. 
3. Contribute to the Employee Academy extended offerings for professional development.
Similar to the Instructor Development Program, it would develop those interested in being mentors while simultaneously creating a resource for the Academy in the form of qualified, engaged mentors. Accountability in the mentor-protégé relationship is an often-neglected component that negatively impacts desired outcomes. The Mentorship Program would teach MD-PROS leaders the theory and practice of mentorship and provide a follow-along framework for supporting their mentoring work. 
Integrated Learning Management
MD-PROS is implementing an LMS to house, coordinate, and track training across the department. An LMS with integrative capabilities that enable both learners and instructors to identify learning needs and recommend appropriate opportunities undergirds the Employee Academy operations. The LMS should be utilized to its fullest capabilities. Ideally, the LMS will contain a system of maintaining student transcripts, including records of completion of individual course and program requirements, as well as performance records and dates of matriculation and completion. 
The LMS should also track competencies such that supervisors can indicate which sub-competencies are to be mastered by their employees, and tailored learning pathways can be created to meet those learning needs. As the Employee Academy becomes fully functional, technical competencies can be identified and described for individual units or job classifications, and the learning management system can track these along with the universal and functional competencies.
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The following appendices, referenced throughout the Course of Study Report, are presented as supporting information and resources to be used as the Employee Academy is developed and implemented.
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IV. PROS Division Summaries 
V. Interview Protocol
VI. Sub-Competencies Listed by Priority
VII. Templates for Instructional Materials
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WE ARE MIAMI-DADE PARKS
WHY: We deliver health, happiness, and opportunities for prosperity to residents and visitors through outstanding park facilities, recreation programs and conservation & stewardship.
WHAT: We connect people and parks for life through three (3) pillars: Placemaking & Design Excellence, Health & Fitness and Stewardship & Conservation.
HOW: We do this through Sustainability and Performance Excellence, our commitment to Sterling/Baldrige management best practices.
CORE COMPETENCIES 
SUSTAINABILITY: partnership development, marketing, communications, intergovernmental affairs, strategic business planning
PLACEMAKING & DESIGN EXCELLENCE: park planning and research, grants, land acquisition, property management, urban design, architecture, landscape architecture, engineering, project control, cost estimation, contract procurement, project and construction management
HEALTH & FITNESS: recreation programs, youth sports development, therapeutic recreation inclusion, aquatics, afterschool, seasonal camps, Fit2Play and Fit2Lead programs, Learn2Swim, Swim2Sail, conservation education
STEWARDSHIP & CONSERVATION: marinas, golf, beach maintenance, Zoo Miami, heritage parks, regional parks, causeway parks, community parks and aquatics, greenways and blueways, special events, Trail Glades Range, natural areas management, EECO, agricultural extension programming, Redland Fruit and Spice, Deering Estate, campgrounds, sports turf and landscape services, right-of-way aesthetic and asset management, community forestry, park rangers, shops construction and maintenance
PERFORMANCE EXCELLENCE: administration, human resources, training/leadership academy, strategic technology, finance, budget, partnership agreements, contracts and procurement, special taxing districts



OUR MISSION
We create outstanding Recreational, Natural, and Cultural Experiences to enrich you and enhance the quality of life for our community for this and future generations.
OUR VISION
Connecting People and Parks for Life!
· 1 of 3 of the largest
· accredited and most diverse park systems in the nation
· 3x National (NRPA) Gold Medal Award winner
· 2x Florida Governor’s Sterling Award winner and Sustained Excellence Award winner

OUR CORE VALUES 
Customer Focus: Placing customer needs first, and exceeding expectations
Integrity: Honesty, transparency, and accountability in all our work and interactions
Leadership: Strong leadership with focus on trust, collaboration, and ethical behavior
Innovation: P.R.I.D.E. culture of continuous learning and improvement, creating the environment that is open to new ideas and solutions
Inclusiveness: Providing equal access to park and recreation opportunities for the most vulnerable in our communities; kids, the elderly, and people with disabilities
Stewardship: Caring for parks, facilities and natural resources through responsible conservation management, operations, and stewardship education
Teamwork: Working together and helping each other successfully achieve our goals
Excellence: Commitment to excellence through a focus on workforce and operational leadership to achieve the highest quality results

STANDARDS OF BEHAVIOR
· Commitment to service, community, environment
· Doing the right thing, in the right way
· Honest, transparent, respectful and compassionate
· Communication
· Humility (“we” not “me”)
· Foster trust, collaboration and excellence
· Exemplify extreme ownership and accountability
· Positive enthusiastic attitude
· Recognize hard work
· Inspired mentoring and coaching
· Curiosity and eagerness to learn and improve
· Solution oriented
· Adaptable and agile
· Make decisions in the best interest of the customer, the County/organization, and each other

OUR PARK SYSTEM
· Serves 2.8 million people regionally, 1.4 million in UMSA
·  Over 300 parks, approx. 40,000 acres of park lands, natural areas, and environmentally endangered lands
· 17 miles of beaches maintained
· 5 golf courses, 6 marinas, 6 nature centers, 4 campgrounds
· 1 world-class zoo
· Over 60 recreation centers and hundreds of playgrounds, fields, shelters, and courts
· 3,300+ miles of rights-of-way beautification and maintenance
· 2 causeway linear parks
· 1 equestrian center


[image: This graphic, called the house, shows a base and a roof held up by three pillars. The roof says: Sustainability. secure parks future dedicated funding source through community engagement and strong partnerships. The base says: Performance Excellence, Implement Sterling/Baldridge management framework to drive organizational excellence: strong leadership focus on strategy and customers; workforce and operation porcesses and measures that yield outstanding results.
The three pillars are placemaiking and design excellence; health and fitness; and Stewardship and conservation. There is more text with bullet points to expand on these three areas. ]
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MD-PROS Leadership Academy Learning Needs Analysis – June 2025
Introduction
The Eppley Center for Parks and Public Lands was asked to complete a Learning Needs Analysis for Miami Dade County Parks, Recreation & Open Space (MD-PROS) as part of the MD-PROS Competency Development and Leadership Academy project.  To date, the project team has completed the following:
· Created a Microsoft Teams site for sharing ideas and information.
· Finalized a project plan which all parties have approved.
· Held virtual meetings with MD-PROS.
· Discussed competency development processes.
· Aligned MD-PROS’ current competencies with pre-vetted competencies of the World Parks Academy.
· Aligned MD-PROS’ current trainings with agreed-upon competencies.
· Developed a comprehensive Qualtrics survey for MD-PROS leadership.
· Collected data using the online survey and follow-up interviews with MD-PROS leadership.

Purpose
The Learning Needs Analysis (LNA) ascertains what training and education currently exists and what is needed for a specified audience and/or performance issue. The identification of training needs is the first step in an instructional design plan. It seeks to verify the root of a training need to ensure effective training is developed. The LNA is intended as an internal, process deliverable, and is not relevant outside the context of the project for which it was developed. The Miami-Dade PROS department requires a comprehensive, competency-based, employee development system that supports its large and varied workforce. The purpose of this LNA is to inform the design of such a system and the future development of training content that supports the parks department’s values and pillars for employee performance. Techniques used for this analysis included extensive review of existing departmental trainings and the vetting of a competency framework. In addition, Eppley conducted an online competency assessment, followed by individual interviews with management staff. 

The important questions being answered by this analysis are:
· To what extent do the identified parks and recreation competencies apply to the MD-PROS divisions?
· Which sub-competencies show the most need for immediate training development?

Background
The Miami-Dade County Parks, Recreation, and Open Space department includes diverse services such as median strip, road shoulder, and causeway maintenance, while offering diverse programs that include summer and school break camps, sports, cultural arts, natural resource stewardship and diverse services to the residents and visitors to Miami-Dade County. MD-PROS has 2,266 full‐time equivalent positions working in what is the 3rd largest accredited municipal parks department in the nation.
Leaders at the MD-PROS have indicated to the Eppley Center for Parks and Public Lands at Indiana University that they have a significant need for developing their employees, providing them with opportunities to learn and grow that match the diversity of services and facilities in MD-PROS portfolio. Further, MD-PROS leaders have indicated they wish to utilize enhanced training to motivate and retain staff and align employee performance with strategic goals of MD-PROS. The overall need to better prepare newly hired employees for working in the agency, and for developing employees for promotion and retention, calls for the design of an employee development academy.

Coordination with Other Training Initiatives
Prior to the current project, Miami-Dade PROS conducted trainings as part of a Learning Academy developed in house. This training consisted primarily of online webinars that summarized PROS strategic objectives and key business areas. These trainings were developed and conducted by division leaders as well as the Human Resources training team. The project team acknowledges that a leadership development course of study would be a valuable component of a broader employee training and development program. 

Audience
This project addresses the training needs of the entire Miami-Dade Parks department and includes all of its employees in all job categories and any level of performance. The intent is to address the professional development needs of the PROS workforce as a whole, with specific learning opportunities tied to a parks and recreation competency framework.

Instructional Design
The employee development academy course of study will be designed cooperatively between the Miami-Dade Parks, Recreation, and Open Space and the Eppley Center through deliverables that are likely to include a competency assessment of management employees regarding their subordinates, a customized competency framework, competency matrices indicated existing and potential learning opportunities for employee development, and a course of study narrative describing learning pathways, as well as implementation and evaluation strategies.
Instructional Design Process
The instructional design for an employee academy is based on the input from the MD-PROS project team, as well as Assistant Directors and Chiefs across the department. Eppley worked with the human resources learning and training team to correlate the department’s strategic values and current training with a research-based competency framework developed specifically for parks and recreation agencies. With substantial input and review from the department director, the project team carefully revised the original competencies and sub-competencies to reflect PROS’ organizational culture and values. This process resulted in substantial rewording of the original descriptions; however, only one sub-competency was deleted from the original framework and another moved to better align with agency functionality. The final 11 MD-PROS competencies and the related 59 sub-competencies are attached to this document.
Eppley used the MD-PROS Competency Framework to categorize current MD-PROS trainings. In addition, management staff were surveyed about the applicability of the competencies to employees in their respective divisions. This survey also asked about the availability and adequacy of training for knowledge, skills, and associated tasks in each of the sub-competencies, as well as the appropriate employee level of performance for KSAs. Eppley staff then interviewed each of the survey respondents to clarify and provide context to any responses. The data from the survey and interviews helped the project team prioritize training needs. That data will also help guide the design of the course of study for the employee academy.
MD-PROS Management Survey and Interviews
The Assistant Directors and Chiefs (n=33) were given the opportunity to review a description of the PROS Foundation, including the strategic values that support the department’s organizational culture and drive performance expectations. When asked to comment on the PROS Foundation, most respondents declined, indicated that the description was accurate and complete, and/or satisfactory. The comments that were made are summarized below:
· PROS has a strong foundation that resonates throughout the organization. Our core values have become the basis of the culture of the organization. 
· … missing what makes us Miami-Dade Parks: Why, What, and How?
· Using "foundation" will confuse those family with the non-profit foundation that supports certain areas of PROS
· What is missing is Financial Stewardship… appropriate fees that not only pay for current expenses … future replacements of whatever assets are necessary. 
· Consider … focus on "addressing community needs to deliver / improve contributing to how park benefits can address the health, safety and welfare of people in Miami-Dade through our parks ...  Consider adding to agency orientation a category on how PROS fits into the larger County structure … poll the actual employees to rank their preferences on what they see at the core values of who we are... For standards of behaviour, recommended to tie more directly to service and public sector.
In addition, respondents reviewed the competencies and sub-competencies. For each, they were asked:
· Are related knowledge skills and abilities (KSAs) applicable to the staff in their division?
· At which levels of performance do these KSAs apply? 
· Is training on associated topics available to the employees?
· Is the amount of training offered adequate?
Of the 31 survey respondents (2 staff did not complete the survey), 28 were interviewed about their survey responses and training preferences. Data from the survey and interviews were analyzed to identify training and development opportunities and priorities for the parks department as a whole. In addition, data were reviewed to describe training needs by division within the department.  
Assessment of Competency Applicability
Percentage of agreement on the applicability of Competency Domains (11) and Sub-Competencies (59) provides an indication of the validity of the competency framework for MD-PROS employees. All of the Competency Domains were selected as applicable (to their respective division) by at least 45% of the management staff. The table on the next page indicates the percentage of respondents indicating each domain as applicable. Prior to survey distribution, the project team determined that first two domains, Leadership and Management-Supervision, were applicable to all PROS divisions. Therefore, respondents were not asked about the applicability of those domains (they were asked about the related individual sub-competencies).


Competency Domain	Applicability: percent responding that competency applies to their division
	Listed in descending order of applicability across all respondents:
	All Divisions
n = 31
	Aesthetics   (5)
	Business Planning   (2)
	Performance
Excellence   (5)
	Planning, Design, Construction   (5)
	Destinations
   (7)
	Dest, Rec, Oper, Zoo   (15)
	Zoo   (2)

	   1.0  Leadership
	
	
	
	
	
	
	
	

	   2.0  Management and Supervision
	
	
	
	
	
	
	
	

	   4.0  Business Acumen
	77%
	80
	100
	80
	60
	100
	80
	100

	   6.0  Operations and Maintenance
	77%
	80
	100
	60
	60
	100
	87
	100

	   5.0  Asset Management 
	71%
	80
	0
	60
	60
	100
	87
	100

	   7.0  Landscape / Outdoor Management
	65%
	100
	0
	20
	100
	71
	67
	100

	   8.0  Resource Stewardship
	61%
	80
	50
	20
	80
	71
	67
	100

	   3.0  Capital Project Management
	58%
	80
	0
	40
	100
	57
	53
	100

	  11.0 	Health and Wellness
	58%
	60
	0
	20
	60
	71
	80
	50

	 10.0 	Recreation
	52%
	40
	0
	20
	60
	71
	73
	50

	   9.0  Education and Interpretation
	45%
	20
	50
	20
	40
	71
	67
	100




Assessment of Training Need and Priority
For each sub-competency, the applicability percentages were added to the percentages representing a lack of training and inadequacy of training to produce a cumulative priority score. Then, this initial priority score was multiplied by the applicability of its competency domain (the percentage of respondents indicating that the competency domain applied to their division). Higher “priority scores” are interpreted as higher training need and identify an area in which to focus training development. These percentages and the weighted priority scores are shown in the table below.

Competencies with Priority Scores:
	
	Applicability
	Training
	

	Across all Respondents:
	Applicable Competency
	No Training Exists
	Training Inadequate
	Priority Score
(Weighted)

	1.0 Leadership
	100%*
	
	
	

	1.1 Building Coalitions
	100%
	52%
	74%
	2.26

	1.2 Fiscal Entrepreneurship
	81%
	71%
	84%
	2.35

	1.3 Leading Change
	100%
	39%
	74%
	2.13

	1.4 Leading People
	100%
	16%
	74%
	1.90

	1.5 Community Engagement, Empowerment, and Participation
	94%
	52%
	81%
	2.26

	1.6 Directing Resources
	97%
	48%
	84%
	2.29

	1.7 Systems Thinking
	87%
	55%
	81%
	2.23

	
	
	
	
	

	2.0 Management and Supervision
	100%*
	
	
	

	2.1 Effective Communication and Interpersonal Skills
	100%
	19%
	74%
	1.94

	2.2 Monitoring and Improving Productivity
	97%
	29%
	65%
	1.90

	2.3 Delivering Excellence
	100%
	19%
	55%
	1.74

	2.4 Talent Recruitment, Selection, and Development
	90%
	48%
	87%
	2.26

	2.5 Team Building
	100%
	39%
	65%
	2.03

	
	
	
	
	

	3.0 Capital Project Management
	58%
	Of those…
	
	

	3.1 Capital Improvement Planning
	76%
	81%
	86%
	1.41

	3.2 Construction 
	62%
	71%
	71%
	1.19

	3.3 Contract Management 
	90%
	62%
	81%
	1.35

	3.4 Site Programming and Design
	71%
	76%
	81%
	1.33

	
	
	
	
	

	4.0 Business Acumen
	77%
	Of those…
	
	

	4.1 Innovation and Adaptability
	100%
	55%
	86%
	1.87

	4.2 Budget and Finance
	93%
	41%
	79%
	1.66

	4.3 Commercial Services Management
	72%
	76%
	86%
	1.82

	4.4 Human Resource Management
	86%
	52%
	79%
	1.68

	4.5 Marketing
	62%
	83%
	93%
	1.84

	4.6 Organization of Management Functions
	83%
	59%
	79%
	1.71

	4.7 Technology
	72%
	72%
	90%
	1.82

	4.8 Research and Evaluation
	86%
	45%
	76%
	1.60

	4.9 Project/Workflow Management
	90%
	55%
	86%
	1.79

	
	
	
	
	

	5.0 Asset Management 
	71%
	Of those…
	
	

	5.1 Accessibility Management 
	78%
	70%
	91%
	1.70

	5.2 Inventory and Condition Assessment
	83%
	57%
	74%
	1.51

	5.3 Lifecycle Management
	78%
	74%
	96%
	1.76

	5.4 Planning and Procedures
	91%
	39%
	78%
	1.48

	5.5 Sustainable Green Infrastructure
	65%
	65%
	83%
	1.51

	
	
	
	
	

	6.0 Operations and Maintenance
	77%
	Of those…
	
	

	6.1 Emergency Preparedness and Management
	93%
	22%
	67%
	1.41

	6.2 Technology and Software
	74%
	52%
	89%
	1.66

	6.3 Health, Safety, Security, and Environmental Factors
	96%
	22%
	59%
	1.38

	6.4 Service Scheduling, Performance, and Training
	81%
	37%
	78%
	1.52

	
	
	
	
	

	7.0 Landscape and Outdoor Management
	65%
	Of those…
	
	

	7.1 Historic/Heritage Landscape Management
	86%
	68%
	86%
	1.55

	7.2 Landscape, Horticulture, and Urban Forestry Management
	82%
	45%
	68%
	1.26

	7.3 Agency System and Landscape Planning
	73%
	68%
	91%
	1.50

	7.4 Outdoor Space Planning and Design
	68%
	73%
	82%
	1.44

	7.5 Place Making
	64%
	68%
	86%
	1.41

	
	
	
	
	

	8.0 Resource Stewardship
	61%
	Of those…
	
	

	8.1 Cultural/Historic Resource Management
	65%
	78%
	91%
	1.44

	8.2 Sustainability and Climate Leadership
	74%
	61%
	91%
	1.39

	8.3 Foundations of Conservation and Parks
	87%
	70%
	87%
	1.49

	8.4 Natural Resource and Ecosystem Management
	70%
	70%
	91%
	1.41

	8.5 Environment and Climate Foundations
	70%
	78%
	91%
	1.47

	
	
	
	
	

	9.0 Education and Interpretation
	45%
	Of those…
	
	

	9.1 Education Program Management
	67%
	56%
	78%
	0.90

	9.2 Interpretive Program Management
	72%
	61%
	89%
	1.00

	9.3 Media Resource Management
	67%
	78%
	94%
	1.08

	9.4 Interpretation as a Tool and Resource
	67%
	67%
	94%
	1.03

	
	
	
	
	

	10.0 Recreation
	52%
	Of those…
	
	

	10.1 Foundations of Recreation and Leisure
	75%
	70%
	90%
	1.21

	10.2 Systems of Evidence-Based Practice
	70%
	70%
	95%
	1.21

	10.3 Program Planning
	75%
	55%
	90%
	1.14

	10.4 Scheduling
	75%
	65%
	90%
	1.19

	10.5 Recreation, Sport, and Tourism Service Provision
	70%
	80%
	100%
	1.29

	10.6 Diversity, Equity, and Inclusion
	90%
	35%
	80%
	1.06

	
	
	
	
	

	11.0 Health and Wellness
	58%
	Of those…
	
	

	11.1 Health and Wellness Orientation 
	78%
	52%
	87%
	1.26

	11.2 Public Assessment
	52%
	83%
	96%
	1.34

	11.3 Policy and Program Planning
	52%
	74%
	91%
	1.26

	11.4 Collaboration 
	83%
	65%
	83%
	1.34

	11.5 Community Services Design and Management
	48%
	83%
	91%
	1.29



The following table lists the sub-competencies in order of priority. It is important to keep in mind some of the limitations to these data and interpretation. First, the overall number of respondents is small, and they are not evenly distributed across units or divisions. For example, the Zoo had two respondents while Destinations had seven. The project team grouped respondents by division, but caution should be exercised when interpreting the findings. Follow-up interviews as well as knowledge about the departmental structure should be used to contextualize these data. 
	Across all Respondents:
	Priority Score
(Weighted)

	1.2 Fiscal Entrepreneurship
	2.35

	1.6 Directing Resources
	2.29

	1.1 Building Coalitions
	2.26

	1.5 Community Engagement, Empowerment, and Participation
	2.26

	2.4 Talent Recruitment, Selection, and Development
	2.26

	1.7 Systems Thinking
	2.23

	1.3 Leading Change
	2.13

	2.5 Team Building
	2.03

	2.1 Effective Communication and Interpersonal Skills
	1.94

	1.4 Leading People
	1.90

	2.2 Monitoring and Improving Productivity
	1.90

	4.1 Innovation and Adaptability
	1.87

	4.5 Marketing
	1.84

	4.3 Commercial Services Management
	1.82

	4.7 Technology
	1.82

	4.9 Project/Workflow Management
	1.79

	5.3 Lifecycle Management
	1.76

	2.3 Delivering Excellence
	1.74

	4.6 Organization of Management Functions
	1.71

	5.1 Accessibility Management 
	1.70

	4.4 Human Resource Management
	1.68

	4.2 Budget and Finance
	1.66

	6.2 Technology and Software
	1.66

	4.8 Research and Evaluation
	1.60

	7.1 Historic/Heritage Landscape Management
	1.55

	6.4 Service Scheduling, Performance, and Training
	1.52

	5.2 Inventory and Condition Assessment
	1.51

	5.5 Sustainable Green Infrastructure
	1.51

	7.3 Agency System and Landscape Planning
	1.50

	8.3 Foundations of Conservation and Parks
	1.49

	5.4 Planning and Procedures
	1.48

	8.5 Environment and Climate Foundations
	1.47

	7.4 Outdoor Space Planning and Design
	1.44

	8.1 Cultural/Historic Resource Management
	1.44

	3.1 Capital Improvement Planning
	1.41

	6.1 Emergency Preparedness and Management
	1.41

	7.5 Place Making
	1.41

	8.4 Natural Resource and Ecosystem Management
	1.41

	8.2 Sustainability and Climate Leadership
	1.39

	6.3 Health, Safety, Security, and Environmental Factors
	1.38

	3.3 Contract Management 
	1.35

	11.2 Public Assessment
	1.34

	11.4 Collaboration 
	1.34

	3.4 Site Programming and Design
	1.33

	10.5 Recreation, Sport, and Tourism Service Provision
	1.29

	11.5 Community Services Design and Management
	1.29

	7.2 Landscape, Horticulture, and Urban Forestry Management
	1.26

	11.1 Health and Wellness Orientation 
	1.26

	11.3 Policy and Program Planning
	1.26

	10.1 Foundations of Recreation and Leisure
	1.21

	10.2 Systems of Evidence-Based Practice
	1.21

	3.2 Construction 
	1.19

	10.4 Scheduling
	1.19

	10.3 Program Planning
	1.14

	9.3 Media Resource Management
	1.08

	10.6 Diversity, Equity, and Inclusion
	1.06

	9.4 Interpretation as a Tool and Resource
	1.03

	9.2 Interpretive Program Management
	1.00

	9.1 Education Program Management
	0.90



Content Development
The content development for this project will include the course of study narrative and competency analysis, with recommendations for implementation and operation of the employee academy. Specific training content will not be developed as part of this project. However, the data from this LNA indicate a strong need for expanded training opportunities, blended approaches to training delivery, coordinated management of assigning and tracking training participation, and consistent implementation of delivery and assessment of training activities.

Next Steps
The following items need to be completed in order for this project to move forward:
· Eppley staff will travel to Florida to meet with the project team and review the LNA findings to determine best approaches for design and implementation of competency-based training for the MD-PROS employees.
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Competency 0.0: PROS Foundation
0.1 Agency Orientation
0.2 Core Values
0.3 Standards of Behavior

0.1	Agency Orientation
Demonstrate an understanding of the history and establishment of the Miami-Dade Parks, as well as the structure and organization of the department at the park and system levels. Identify and effectuate one’s individual role within PROS Department. Understand the department’s purpose, mission and vision, and how we implement strategic objectives to fulfill them.

0.2 Core Values
Exemplify the eight core values of Miami PROS:
1. Customer Focus: Placing customer needs first, and exceeding expectations.
2. Integrity: Honesty, transparency, and accountability in all our work and interactions.
3. Leadership: Strong leadership with a focus on trust, collaboration, and ethical behavior.
4. Innovation: P.R.I.D.E. culture of continuous learning and improvement, creating an environment that is open to new ideas and solutions.
5. Inclusiveness: Providing equal access to park and recreation opportunities for the most vulnerable in our communities; kids, the elderly, and people with disabilities.
6. Stewardship: Caring for parks, facilities and natural resources through responsible conservation management, operations, and stewardship education.
7. Teamwork: Working together and helping each other successfully achieve our goals.
8. Excellence: Commitment to excellence through a focus on workforce and operational leadership to achieve the highest quality results.

0.3	Standards of Behavior
Consistently demonstrate the following:
· Commitment to service, community, environment
· Doing the right thing, in the right way
· Honest, transparent, respectful, and compassionate communication
· Humility (We not Me)
· Fostering trust, collaboration, and excellence
· Extreme ownership and accountability
· Positive, enthusiastic attitude
· Recognition of hard work
· Inspired mentoring and coaching
· Curiosity and eagerness to learn and improve
· Solution orientation
· Adaptability and agility
· Decision making in the best interest of the customer, the County/organization, and each other
· 

Competency Domain 1.0: Leadership
1.1 Building Coalitions
1.2 Fiscal Entrepreneurship
1.3 Leading Change
1.4 Leading People
1.5 Community Engagement, Empowerment, and Participation
1.6 Directing Resources
1.7 Systems Thinking

1.1 Building Coalitions
Collaborate, share resources and strategies with 1. internal stakeholders, 2. other County Departments, and 3. external organizations, to achieve common goals by building coalitions, partnerships, and agreement among each. Influence others to join in striving for a shared vision of the department’s impact on community.

1.2 Fiscal Entrepreneurship
Develop, understand, and effectively implement new financial and programmatic activities and systems to increase community support for parks, facilities, and programs in a way that increases the overall value to the agency/organization. Identify and obtain new fiscal resources with key stakeholders. 

1.3 Leading Change
Lead change through shared vision and strategies. Achieve organizational goals in a continuously changing environment, reflective of the interconnected, complex systems that frame parks, facilities, and open spaces.

1.4 Leading People
Motivate and foster the development of others. Lead collaboration among individuals, teams, stakeholders, agencies, and organizations, while creating a collaborative and inclusive environment. Implement appropriate approaches for the constructive resolution of conflicts.

1.5 Community Engagement, Empowerment, and Participation
Provide access to information as well as consideration in decision making to members of the community through a commitment to seeking public opinion and implementing innovative techniques for engaging a diverse group of community members.

1.6 Directing Resources
Utilize appropriate leadership techniques to determine and communicate resource needs, acquire necessary resources, and support and implement actions utilizing those resources.

1.7 Systems Thinking
Use multiple approaches in systems thinking, coupled with organization leadership, to drive improvement, action-oriented solutions, enhanced business management, creative impactful innovation, and strategic change to park, recreation, and open space management.


Competency Domain 2.0: Management and Supervision
2.1 Effective Communication and Interpersonal Skills
2.2 Monitoring and Improving Productivity
2.3 Delivering Excellence
2.4 Talent Recruitment, Selection, and Development
2.5 Team Building

2.1 Effective Communication and Interpersonal Skills
Exhibit tact, discretion, respect, integrity, and courtesy when engaging with diverse perspectives and cultures; demonstrate active listening and communicate effectively and sensitively in both written and oral forms; and foster an environment of trust, support, and mutual confidence. 

2.2 Monitoring and Improving Productivity
Support the growth and performance of employees and volunteers by offering continuous feedback, coaching, and learning opportunities through both formal and informal methods. Develop individualized development plans aligned with the agency’s strategic priorities and learning objectives.

2.3 Delivering Excellence
Demonstrate the ability to meet and exceed customer expectations by developing and applying appropriate service standards, designing and implementing effective service delivery models, and evaluating service delivery performance to drive improvement

2.4 Talent Recruitment, Selection, and Development
Evaluate current and future staffing needs in alignment with organizational goals and budget considerations. Apply core competencies, organizational fit, and merit principles to ensure effective recruitment, development, utilization, evaluation, recognition, and, when necessary, corrective action.

2.5 Team Building
Inspire, motivate, and lead others toward achieving mission-driven goals. Foster strong teamwork by building and maintaining collaborative relationships; and consistently contribute to the development of high-performing, effective teams.


Competency Domain 3.0: Capital Project Management
3.1 Capital Improvement Planning
3.2 Construction
3.3 Contract Management
3.4 Site Programming and Design

3.1	Capital Improvement Planning
Demonstrate a foundational understanding of capital improvement program financing by effectively linking budget planning with preliminary site planning, organizational funding needs, and public engagement efforts.

3.2 Construction
Demonstrate a basic understanding of construction processes to support effective oversight and implementation of in-house construction or renovation projects for park facilities, based on the size and complexity of the project.

3.3 Contract Management
Develop, manage, and administer contracts with customers, vendors, NGO partners, and contractors to support service delivery. This includes negotiating terms and conditions, ensuring compliance, and overseeing contracts related to concessions, programs, experiences, lodging, planning, capital projects, construction, and maintenance.

3.4 Site Programming and Design
Identify user needs to develop statement of design requirements aimed at enhancing designated spaces, using formal or informal design processes and incorporating public engagement.

Competency Domain 4.0 Business Acumen
4.1 	Innovation and Adaptability
4.2 	Budget and Finance
4.3 	Commercial Services Management
4.4 	Human Resource Management
4.5 	Marketing
4.6 	Organization of Management Functions
4.7 	Technology
4.8 	Research and Evaluation
4.9 	Project/Workflow Management

4.1	Innovation and Adaptability
Demonstrate adaptability by continuously improving services and adopting innovative approaches to enhance effectiveness and responsiveness.

4.2	Budget and Finance
Apply budgetary and fiscal principles, including cost-benefit analysis, to develop budgets for the effective management of park facilities, programs, services, and related functions. Incorporate business trend analysis and stakeholder engagement to inform decisions on budget allocations.

4.3 Commercial Services Management
Manage a variety of contracts and ensure compliance related to visitor services while collaborating with a broad range of stakeholders, including visitors, planners, contractors, and current or prospective commercial service operators.

4.4 Human Resource Management
Execute key human resource functions including job design and the implementation of HR systems, where relevant to the position, to support effective hiring, scheduling, performance management, training, and termination processes. Promote a learning-focused environment that supports the development and growth of personnel.

4.5 Marketing
Develop and implement a comprehensive, client-centered promotion program by identifying key market segments and target audiences. Effectively apply communication strategies—including social media and other appropriate channels—to reach and engage broader audiences.

4.6 Organization of Management Functions
Structure agency personnel and contracts to establish an efficient management system aligned with critical mission objectives. Collaborate with staff to develop and implement strategic short- and long-term goals that enhance overall management functions.

4.7 Technology
Evaluate and anticipate future information technology needs; acquire, implement, and maintain IT systems, where relevant to the position, to support effective management of the park and recreation agency.

4.8 Research and Evaluation
Implement effective research and evaluation methodologies, including surveys, listening sessions, focus groups, and benchmarking to collect and analyze data that informs operational decisions, tracks performance (KPIs) and supports evaluation.

4.9 Project/Workflow Management
Demonstrate the ability to manage projects of varying scope, complexity, duration, and financial risk, including forecasting future needs, resolving issues, maintaining documentation, and meeting contract requirements.

Competency Domain: 5.0 Conservation and Stewardship Operations
5.1 Accessibility Management
5.2 Inventory and Condition Assessment
5.3 Lifecycle Management
5.4 Planning and Procedures
5.5 Sustainable Green Infrastructure

5.1 Accessibility Management
Understand and adhere to accessibility regulations, policies, best practices, and principles—including Universal Design—by identifying barriers, developing transition plans, and implementing accommodations to enhance accessibility for all individuals.

5.2 Inventory and Condition Assessment
Demonstrate the ability to understand, develop, and utilize an agency’s facility portfolio, tracking systems, and condition assessment tools, as relevant to one’s job responsibilities and assigned tasks.

5.3 Lifecycle Management
Manage the facility portfolio by overseeing the total cost of ownership throughout the facility or park lifecycle, including cyclical, preventive, corrective, and rehabilitative maintenance activities.

5.4 Planning and Procedures
Identify and implement strategies to ensure assets are operated efficiently, reliably, and safely, in compliance with applicable rules, regulations, and standards.

5.5 Sustainable Green Infrastructure
Understand and contribute to best practices for the strategic planning and installment of natural areas into urban design to manage the impacts of stormwater runoff, adapt to a changing climate, reduce urban heat island effect, and improve air quality, among other ecosystem services.



Competency Domain: 6.0 Operations and Maintenance
6.1 	Emergency Preparedness and Management
6.2 	Technology and Software
6.3 	Health, Safety, Security, and Environmental Factors
6.4 	Service Scheduling, Performance, and Training

6.1 Emergency Preparedness and Management
Develop preparedness and response capabilities for emergencies. such as natural disasters, terrorism, pandemics, vandalism, operational failures, and accidents, by developing and implementing comprehensive emergency operations plans to protect people, facilities, and the environment.

6.2 Technology and Software
Use and contribute to the selection and development of operational plans for software systems that support the agency’s operations and maintenance including, but not limited to asset management, GIS, data management, and fiscal management systems.

6.3 Health, Safety, Security, and Environmental Factors
Ensure the health and safety of patrons, employees, and the public in park operations by implementing effective public safety practices, risk management strategies, safety training, and compliance with required health standards—particularly in the maintenance and management of playgrounds, sports fields, and other high-risk activity areas. 

6.4 Service Scheduling, Performance, and Training
Establish operations and maintenance practices that define service delivery methods, ensure alignment with industry standards, and promote effective and efficient service execution.


Competency Domain: 7.0 Landscape and Outdoor Management

7.1 Historic/Heritage Landscape Management
7.2 Landscape, Horticulture, and Urban Forestry Management
7.3 Agency System and Landscape Planning
7.4 Outdoor Space Planning and Design
7.5 Place Making

7.1 Historic/Heritage Landscape Management
Manage historic landscapes including parks and gardens of heritage and cultural significance. Understand techniques such as conservation, restoration, re-creation, and creative conservation.

7.2 Landscape, Horticulture, and Urban Forestry Management
Demonstrate knowledge of best practices and techniques for establishing and maintaining amenity trees, gardens, turf, and other landscapes intended for public enjoyment or botanical purposes, as well as forestry plots for natural resource management.

7.3 Agency System and Landscape Planning
Plan and design a system of outdoor public spaces, facilities, and structures to achieve environmental, social-behavioral, or aesthetic outcomes desired by a locale.

7.4 Outdoor Space Planning and Design
Implement large scale open space planning for visitor use, demographic, economic, and equity factors, as well as plan for quality landscape areas that provide a broad range of interactions and activities between people and the natural environment.

7.5 Place Making
Understand and utilize place making theory and methods to capitalize on community assets in the planning and design of public spaces to support economic and quality of life measures and initiatives.


Competency Domain: 8.0 Resource Stewardship
8.1 Historic/Heritage Resource Management
8.2 Sustainability and Climate Leadership
8.3 Foundations of Conservation and Parks
8.4 Natural Resource and Ecosystem Management
8.5 Environment and Climate Foundations

8.1 Cultural/Historic Resource Management
Recognize, plan, and manage for historically important cultural resources in park facilities, assets, and park features.

8.2 Sustainability and Climate Leadership
Guided by an understanding of sustainability principles and the global impacts of climate change, initiate, integrate, and promote sustainable and resilient practices across operations, maintenance, planning, design, construction, and rehabilitation activities.

8.3	Foundations of Conservation and Parks
Demonstrate a foundational understanding of conservation, environmental and natural systems, along with the ethical principles, practices, and legislation that support the protection and sustainability of natural and cultural resources.

8.4 Natural Resource and Ecosystem Management
Identify, plan, and implement best management practices for natural resource stewardship in park settings, including invasive species control, biodiversity conservation, and the protection of ecosystems. Apply tools such as the Monitoring, Evaluation, Reporting, and Improvement (MERI) system, program logic models, and outcome-based management to support effective ecosystem and natural resource management.

8.5 Environment and Climate Foundations
Demonstrate an understanding of the concepts, theories, and philosophies related to ecosystem services, biodiversity, and climate change—including climate-friendly park design and operations, protection of endangered species, and the provision of accessible wildlands for community benefit.


Competency Domain: 9.0 Education and Interpretation
9.1 Education Program Management
9.2 Interpretive Program Management
9.3 Media Resource Management
9.4 Interpretation as a Tool and Resource

9.1 Education Program Management
Develop and oversee educational programs for visitors of all ages that are inclusive of diverse learning styles, abilities, cultural backgrounds, and life experiences, fostering public appreciation and stewardship of parks and natural resources.

9.2 Interpretive Program Management
Develop and implement interpretive themes and priorities for parks, evaluate the effectiveness of interpretive efforts, and engage visitors through innovative methods, diverse media, and technology.

9.3 Media Resource Management
Evaluate interpretive and educational media to inform the planning, development, and revision of content used across park and facility assets.

9.4 Interpretation as a Tool and Resource
Leverage interpretive programming to engage both new and returning visitors, collect valuable insights, strengthen community relationships, support management objectives—such as guiding visitor behavior—and advance the organization’s mission.


Competency Domain: 10.0 Recreation
10.1 Foundations of Recreation and Leisure
10.2 Systems of Evidence-Based Practice
10.3 Program Planning
10.4 Scheduling
10.5 Recreation, Sport, and Tourism Service Provision
10.6 Diversity, Equity, and Inclusion

10.1 Foundations of Recreation and Leisure
Demonstrate an understanding of the concepts, theories, and philosophies related to individuals as users and to societal institutions involved in leisure, recreation, outdoor experiences, conservation, resource management, and ecosystem biodiversity.

10.2 Systems of Evidence-Based Practice
Collect, manage, analyze, and report evidence-based data on the health, economic, and social benefits of recreation to inform programmatic decisions and support marketing initiatives.

10.3 Program Planning
Oversee the development and delivery of recreation programs by identifying client needs, securing necessary resources, engaging the public in decision-making, implementing cost-recovery strategies, and evaluating services to ensure alignment with the organization's mission.

10.4 Scheduling
Develop and maintain comprehensive program plans that ensure equitable access to facility rentals, sports leagues, specialty programs, and other recurring activities. 

10.5 Recreation, Sport, and Tourism Service Provision
Collaborate with community organizations and/or deliver sports, tourism, and event programming including supervision, service delivery, and program management in accordance with organizational standards.

10.6 Diversity, Equity, and Inclusion
Foster and value inclusive, equity-oriented awareness and actions, understanding that parks must serve groups of people representing many perspectives, experiences, and abilities as well as diverse socio-economic, cultural, and demographic characteristics.


Competency Domain: 11.0 Health and Wellness
11.1 Health and Wellness Orientation
11.2 Public Assessment
11.3 Policy and Program Planning
11.4 Collaboration
11.5 Community Services Design and Management

11.1	Health and Wellness Orientation
Understand how both individual and population-based health outcomes can be influenced by nature, parks, recreation, and open spaces to promote the well-being of individuals and communities.

11.2 Public Assessment
Identify and evaluate public health and wellness programs and partnerships for effectiveness, including the roles of public health organizations, to support the implementation of Healthy Parks, Healthy People initiatives and to enhance health access for target populations.

11.3 Policy and Program Planning
Analyze programs and services provided using logic models, program evaluations, relevant data, and trends to effectively plan programs and policies that promote health for all populations.

11.4 Collaboration
Collaborate with agencies, organizations, and the public to address the community’s health and wellness needs.

11.5 Community Services Design and Management
Adapt agency systems, strategies, services, and personnel to collaborate on or deliver broader community services related to interim housing, homelessness, childcare, fitness, nutrition, and other emerging social needs relevant and needed in the community.
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[bookmark: _Toc207012668]Department Leadership Competency Survey Follow-up Interview
Time: 30 minutes
· Introductions
· Inform on recording and transcription of this interview – only for our use in notetaking.
· Describe reporting of individual interviews: will not use names when reporting findings; however, with the small number of interviews and descriptions of division and unit responses, cannot ensure total anonymity/confidentiality.

Individual Responses to Learning Needs Analysis Survey Questions  
Note the interviewee's responses to survey using table prior to interview. (See sample below.)
	
	Domain
	Subs Applic/Not1
	Levels2 
	Training rec’d adequate?3

	1.0 
	Leadership
	all
	Devel-FP
	none

	2.0 
	Management and Supervision
	all
	Full Perf
	2.2

	3.0 
	Capital Project Management
	all
	Full Perf
	none

	4.0 
	Business Acumen
	all
	FP
	4.8

	5.0 
	Asset Management
	all
	FP
	none

	6.0 
	Operations and Maintenance
	all
	FP
	none

	7.0 
	Landscape and Outdoor Management
	all
	FP
	none

	8.0 
	Resource Stewardship
	 / 8.4
	FP
	none

	9.0 
	Education and Interpretation
	None
	
	

	10.0 
	Recreation
	None
	
	

	11.0 
	Health and Wellness
	 / 11.3, 11.5
	FP
	11.1


1 Are sub-competencies applicable to division?
2 Level of expected performance for division: Entry, Developing, Full Performance
3 Is training received on competency? Is training adequate?

1) Review Interviewee survey responses
ASK: about any notable responses:
	Eg: do you feel that training is warranted at all three levels of performance for competency X?

ASK: Having had a few days since completing the survey, is there anything you’d like to add about potential training for your department?

ASK: Are there any of these competencies/sub-competencies that should be incorporated within the first year of hiring?
If yes, which?

ASK: For any of these competencies/subs that are marked as multiple performance levels, should training be offered at different levels – for instance, Intro to…, Advanced…?

2) Prioritization of Training Topics: 
ASK: Can you tell me which topics/competencies you would select as the top three most important for your division?

ASK: Are there any competencies or specific topics that you feel your employees need as soon as possible?

3) Skills / Knowledge Delivery Method
ASK: What is the preferred delivery method to train skills/knowledge?
· Online, self-paced
· In-Person
· Live Webinars
· Mix
· Other

ASK: Are there training topics (related to these competency areas) that cannot be done online?

*ASK: Do you think that your division could utilize a supervisor-employee annual performance meeting to review competency-based learning needs and set training goals? 

*ASK: How much time – both per training event and, say, per month – would be possible for your employees to devote to training?

*Follow-up questions, if time permits
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The following table lists the 59 MD-PROS sub-competencies in order from highest rated priority to lowest. The ratings are calculated from the data collected in the online survey of department managers.
	MD-PROS Sub-Competency
	Weighted Priority Score

	1.2	Fiscal Entrepreneurship
	2.35

	1.6	Directing Resources
	2.29

	2.4	Talent Recruitment, Selection, and Development
	2.26

	1.1	Building Coalitions
	2.26

	1.5	Community Engagement, Empowerment, and Participation
	2.26

	1.7	Systems Thinking
	2.23

	1.3	Leading Change
	2.13

	2.5	Team Building
	2.03

	2.1	Effective Communication and Interpersonal Skills
	1.94

	1.4	Leading People
	1.90

	2.2	Monitoring and Improving Productivity
	1.90

	4.1	Innovation and Adaptability
	1.87

	4.5	Marketing
	1.84

	4.3	Commercial Services Management
	1.82

	4.7	Technology
	1.82

	4.9	Project/Workflow Management
	1.79

	5.3	Lifecycle Management
	1.76

	2.3	Delivering Excellence
	1.74

	4.6	Organization of Management Functions
	1.71

	5.1	Accessibility Management 
	1.70

	4.4	Human Resource Management
	1.68

	6.2	Technology and Software
	1.66

	4.2	Budget and Finance
	1.66

	4.8	Research and Evaluation
	1.60

	7.1	Historic/Heritage Landscape Management
	1.55

	6.4	Service Scheduling, Performance, and Training
	1.52

	5.5	Sustainable Green Infrastructure
	1.51

	5.2	Inventory and Condition Assessment
	1.51

	7.3	Agency System and Landscape Planning
	1.50

	8.3	Foundations of Conservation and Parks
	1.49

	5.4	Planning and Procedures
	1.48

	8.5	Environment and Climate Foundations
	1.47

	8.1	Cultural/Historic Resource Management
	1.44

	7.4	Outdoor Space Planning and Design
	1.44

	8.4	Natural Resource and Ecosystem Management
	1.41

	3.1	Capital Improvement Planning
	1.41

	7.5	Place Making
	1.41

	6.1	Emergency Preparedness and Management
	1.41

	8.2	Sustainability and Climate Leadership
	1.39

	6.3	Health, Safety, Security, and Environmental Factors
	1.38

	3.3	Contract Management 
	1.35

	11.2	Public Assessment
	1.34

	11.4	Collaboration 
	1.34

	3.4	Site Programming and Design
	1.33

	10.5	Recreation, Sport, and Tourism Service Provision
	1.29

	11.5	Community Services Design and Management
	1.29

	11.1	Health and Wellness Orientation 
	1.26

	11.3	Policy and Program Planning
	1.26

	7.2	Landscape, Horticulture, and Urban Forestry Management
	1.26

	10.1	Foundations of Recreation and Leisure
	1.21

	10.2	Systems of Evidence-Based Practice
	1.21

	3.2	Construction 
	1.19

	10.4	Scheduling
	1.19

	10.3	Program Planning
	1.14

	9.3	Media Resource Management
	1.08

	10.6	Diversity, Equity, and Inclusion
	1.06

	9.4	Interpretation as a Tool and Resource
	1.03

	9.2	Interpretive Program Management
	1.00

	9.1	Education Program Management
	0.90
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This section features proposed templates for developing the Employee Academy materials. These pages have been provided as separate documents for use by the training team and are presented here for context and reference. 
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Competencies
· Combinations of knowledge, skills, and abilities in a particular career field, which, when acquired, allow a person to perform a task or function at a specifically defined level of proficiency. 
· Broad and overarching; these are domains made up of a complex mix of knowledge, behavior, values/attitudes, and skills
· Also referred to as competency domains
Types of Competencies:
Core, or Universal, Competencies
· Commonly shared by all the employees in an organization; they are not job specific. 
· Refer directly to the values and mission of the organization.
Functional Competencies
· Apply to a variety of positions and roles within the agency; but not all.
Technical Competencies
· Relate to specific positions, and the duties and responsibilities associated with performance.
· Comprise the essential skills and knowledge required for successful task performance.
Competency-based Management
· A system of identifying the competencies and related KSAs necessary for employees to meet performance expectations and using those metrics to evaluate and guide employee behavior and development.
Competency Framework
· A model that describes the functional domains for a professional field or organization. It identifies areas of performance, and the critical knowledge, skills, and attributes associated with those areas. 
· Individual competencies can be further delineated with key tasks or behaviors and performance metrics
· Job classifications and roles can be mapped to a competency framework, and the framework can be used for training development and employee management, as well as individuals’ self-assessment and career planning, 
Core Values
· Outline the core ethical principles for employees that pertain to decision-making and behavior.
KSAs
· Knowledge, Skills, and Abilities
· Discrete tasks or behaviors that define a sub-competency and can be used to guide and measure performance
Example: "Facility Management Software" is a sub-competency of the Competency Domain, "Operations and Maintenance," and may include specific knowledge, skills, and abilities such as: 
· Knowledge of best practices in maintenance management.
· Skill in inputting data to the software systems.
· Ability to use software systems to manage the Department's parks, pooled vehicles, and facilities.
Individual Development Plan (IDP)
· An outline of the professional enhancement activities that an employee and supervisor agree should be pursued in an upcoming (usually annual) performance period.
· IDPs frequently contain competency-related goals and corresponding developmental actions, measures of success, required resources, manager/supervisor roles, start/end dates, and a tie to strategic or organizational goals.
Key Performance Indicator (KPI)
· A relevant, measurable output that can be used to demonstrate the level of activity toward stated goals.
· KPIs are used to track progress at the organizational, department, or individual levels.
Learning Ecosystem
· A holistic approach to professional development that goes beyond the traditional, classroom-based learning environment. Diverse, interconnected components of the learning ecosystem include the culture, content, delivery, technologies, and locations for learning, with an understanding that experiential learning plays an important role in acquisition of knowledge and skills.
Learning Pathway (PROS Pathways)
· Structured plans outlining potential training and skill development opportunities that build identified competencies.
· Series of learning events designed to emphasize continuous learning and development, helping employees acquire new skills and experience.
Performance Levels
· Progressive career stages with related KSAs for a given competency. As an employee moves through their career path, these performance levels define the cumulative knowledge, skills, and abilities expected for that stage.
· MD-PROS performance levels are Entry, Developing, and Full Performance:
· Entry - just starting in the career field; has appropriate academic preparations but little or no work experience.
· Developing - has some/limited hands-on experience in one or more disciplines within the career field; can handle some issues/situations/competencies, in one or more disciplines within the career field on his/her own.
· Full Performance - has considerable hands-on experience, generally in more than one discipline within the career field; can handle most issues/ situations/ competencies, generally in more than one discipline within the Career Field on his/her own.
Self-Assessment
· A reflective process in which employees rate their perceived level of competency on a defined scale.
· Information from the self-assessment can be used to select learning goals and opportunities as part of an individual development plan.
Sub-competencies
· More specific knowledge, skills, and abilities that are required to perform a component of the Competency Domain.
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