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A Message from USDA Secretary Tom Vilsgs

With all the talk of Cultural Trans-
formation at
a look at the actions that you have
taken at the mission area, agency,
and staff office levels.

This issue oMy USDAwill give you
a small taste of the transformation
that is occurring Departmentvide

U S D Internship Program become

tur al

I dm proud to

more diverse and robust.

| applaud the great work that
two APHIS grougsone in Ames,
lowa and the other in Plum
Island, New Yorkare accom-
plishing together through the

as managers and employees share Journey Toward Excellence

their stories.

We candt be
transformation happens. We must
be proactive in improving both our
individual and organizational work-
places.

So take a moment to look through

this issue and see how a number ol
USDA agencies, individual employ-

ees, and groups of employees are

making workplace transformation a

idle

campaign and their use of inclu-
sive and colorful posters en-
couraging diversity, accountabil-
ity, respect, communication,

Transfor mat i

on

formation to your job and to
your work environment.

| encourage you to provide input
and feedback as we take this

and other important values that journey together. You can reach

we as the USDA workforce em-
brace.

The stories that many of you are
starting to share about your
positive work experiences are
energizing and inspiring. Keep
them coming. Let us know how

the staff of My USDAvia email

at MyUSDA@dm.usda.gov. And
please be sure to visit theJSDA
Cultural Transformation Web-
site.

Thomas J. Vilsack
Secretary

reality. you are bringing cultural trans-
How Federal Employees Can Express Our Points of
GET READY! Your Voice, Your Viewpoint
l'tds time for the Government wide

Survey (FedView). The Office of Personnel Management (OPM) has
developed this survey to help measure how Federal agencies are
managing and engaging the employees who carry out their agency
missions. Employees will be randomly selected by OPM to participate
in the survey. If you receive a survey invitation from OPM, your re-
sponse is very important to help USDA meet its Cultural Transforma-
tion goals toward becoming an inclusive and high performing organi-

zation. We used your feedback from the 2010 FedView to develop

action plans and implement initiatives to promote an inclusive and
high performing organization. Look for more information MyUSDA

about this important effort.

View


http://culturaltransformation.usda.gov
http://culturaltransformation.usda.gov
http://culturaltransformation.usda.gov

Cultural Transformation Action A Boen o8 He porl\"yuos'r?AUS[
EMPLOYEES FORM ASHARED GOALS AND| EXI

GROUP TO PROMOTE CULTURAL TRANSFORMATION AT APHIS

Wiritten by the APHIS Shared Goals and Expectation (SGE) Working Group

Using survey results and the output of workplace
culture visioning sessions held with more than
120 employees, APHIS employees are enthusiast
cally engaged in Cultu
Center for Veterinary Biologics (CVB) and Nationg
Veterinary Services Laboratories (NVSL) located
Ames, lowa, and Plum Island, NY, have created &
working document reflecting the shared values of
CVB and NVSL.

The key themes of Diversity, Communication, Re-
spect, Accountability, Attitude, Work/Life Balance,
Growth, and Collaboration/Teamwork form the
Shared Goals and Expectations (SGH guide
truly written by our coworkers. Our peers then
voted on the name and mark of this exciting en-
deavor. With 396 participants voting, we discov-

ered we were going on
|l ence, 6 and in Novemb-e
off event.

Management representatives from CVB and NVSL
have recently been added to the SGE Working
Group as resources and to help ensure the com-
munication of monthly SGE topics in staff meet-
ings. Each month, one of the SGE themes are
highlighted on our SharePoint site using relevant
AglLearn courses, reference materials, a poster,
and a 0Thought for the
ward Excellenced has r
things including team
thatds another story!

|

7~

NVSL/CVB Shared Goals

n Eﬁxce”éwce
Diversitg

of work-life
experience,
education or
professional

2\ credentials, have a
= point of view and
are welcome to
contribute. We
embrace diversity
and rely on its
innovation.

and t’.\Pccfnhons

This Diversity poster (above) is one of several created as a
result of employee input and feedback at APHIS. Other
poster themes are Accountability, Attitude, and Respect.

(left) Members of the SGE Working Group are:

CVB: Bonnie Coyle, Richard DeWald, Danielle Koski
Connie SchmellikSandage

NVSL: Debra Atkins, Eleanor Britten, Philip Dykema,
Matthew Erdman, Patricia Glas, Tiffany Palmer
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Cultural Transformation Action

WHAT DO YOU THINK? MESSAGES FROM USDA EMPLOYEES

My Experience With Teleworking

As a former USDA employeaow contractor and
military spouse, the topic of teleworking is of great
interest to me. | am a Registered Dietitian who
wor ked for the National
and Nutrition Information Center. It was a profes-
sional match made in heaven for me!

As is common in military life, my husband was sen
on a yearlong deployment to Iraq soon after we go
settled in DC. By the time he returned, | was well

established in my program and had been promote
to team leader. | worked in that capacity until late
2008, when he was transferred back to the west

coast. | had to resign from my position, as similar
opportunities were not available where we would be moving. Unfortu-

nately, this is a scenario that military spouses across the country face on

a regular basis; leaving their careers behind and starting over with each
move.

My supervisor and | talked about telecommuting, as my job is primarily
web and phone based and could easily be conducted from-sfte, but
we | earned that the telework gui
Service at the time allowed telecommuting only up to two days per
week. This was incompatible with retaining my employment with USDA.
resigned from my Federal position with USDA in 2009.

Fortunately, | had an excellent working relationship with my supervisor

who encouraged me to apply for a contract positioBecause the con-
tractor did not have restrictions on telecommuting, | would be eligible to

this arrangement work. My only hope is that my

unique situation becomes less unique and that all
military spouses facing similar obstacles in their career
apath couldcontinue/td gsow Bl dedelop in their ca-
reers with the Department of AgricultureExpanding
eligibility of the telework program, and encouraging all
agencies to look at telecommuting as a powerful re-
cruitment and retention tool is an excellent startl

.| would further hope that attention will be paid to the
existing restrictions which restrict employees from
teleworking on a permanent or sergbermanent ba-

sis. Specifically, restrictions on the number of days per
week that employees can telework, or requirements
that telework be conducted at established telework centers
which may not be accessible from all locationsThese re-
strictions prevent certain employees, including military
spouses like me, from being able to take advantage of the
telework program.

I am excited about the opportunities that teleworking will
H:in to USDA employee erspective as a teleworkin
fﬁtir)) sBoﬁs% hag §ﬁ6wn gthag‘e‘?(ﬁand ggtﬁe'teﬁa\Ho
program has the potential to further benefit USDA by attract-
ing and retaining highvalue employees from the military
spouse community. We are a group of educated, motivated,
and dedicated professionals who know what it means to
serve our country and would like nothing more than to con-
tinue doing so through careers with the USDAn expanded

continue working for the Food and Nutrition Information Center as a con-telework program can help make that happen!

tract employee. Fortunately, | was selected for this position, and have
been able to continue working, full time, from ofite. Since then, my
husband

Thank you for your efforts on this important program, | look

Torr\{v?rd 9 il{aff\ringrmpre %bgurt ig geyelogvrréergt! net

Ektural

and | have moved yet aga i mpact ¢
because | am able to continue working uninterrupted. Sincerely,
| appreciate that | have been the recipient of good timing, supportive andGina Hundley Gomez, RD
forwardthinking supervisors, and probably a good deal of luck in making Team Leader, SNAEd Connection
Food and Nutrition Information Center
I f youdd |Iike to share your f elgubblck.usdsboorwisit t el ewo
U S D AMbig/Life and Wellnesscommunity website if you have access to USDA Connect.
I
According to the Telework
- : Enhancement Act:
havendt read previo S Yy

chance!

MyUSDA Issue 1

MyUSDA Issue 2

MyUSDA Issue 3
MyUSDA Issue 4 Summary Progress

ATEL EW®RK

he term oO6tel ewor koo
to a work flexibility arrangement under
which an employée performs the duties and
responsi bilities of
and other authorized activities, from an
approved worksite other than the location
from WEICh the employee would otherwise
wor k. o



http:/www.dm.usda.gov/Cultural%20Transformation%20Newsletter%20%2011%2010%202010.pdf
http://www.dm.usda.gov/CulturalTransformationNewsletterDecember2010.pdf
http://www.dm.usda.gov/CulturalTransformationNewsletterJanuary2011.pdf
http://www.dm.usda.gov/CulturalTransformationSummaryReportNov2010-Feb2011FINAL.pdf
mailto:MyUSDA@dm.usda.gov
http://connections.usda.gov/communities/service/html/communityview?communityUuid=2eda746f-7d3f-4528-b36a-7428bc359dc0&ftHelpTip=true
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Supervi

D. YVETTE JOYNER, APHIS

D.Yvette Joyner is the Director for Animal
Care/Resource Management Staff in

23 years. Ms. Joyner currently supervises
8 employees and has implemented Tele-
work for those that are eligible over the
past four years. Shle
Mika Cross.

on a daily basis:

On a daily basis you would find me plan-
ning and/or directing the broad financial,
cultural transformation, and program re-
lated activities of the Animal Care pro-
gram. This involves a high degree of

cial environment to be sure we are compli;
ant with Congressionally imposed limita-

tions surrounding the CR, overseeing one
of the Secretary's Cultural Transformation
initiatives such as recruitment and reten-

tion, and keeping a close eye on our per-
formance management to be sure the pro-
gram is on track to meet targets set earlier
in the fiscal year.

Security Driver for the Secretary Sam Shanklin

(right) posing for a photograph with the Reverend
Al Sharpton who recently met with the Secretary wi t h
at USDA headquarters.

APHIS and has been employed by USDA for

sor 0s

As an early adopter of Tele- S:Iress g?,d .
work throughout the past g owed her to
several years, what are the key benefits dﬁc’tri‘\?éffdf";z'
from your perspective as a supervisor: she would
have been
i ; had she taken
The benefits I've seen include less absen- 0 4 ay off or
ing 'i'ﬂrka S oy i hoeds,and e 1l putin 34 hours a he offce
cre&sgdcb Suctiviy. A rBc ?ﬁ‘ g@aA 0s

balancing work and family life was an em-

Please tell us what we could find you doing Ployee needing to take her daughter to an

appointment near their home.Instead of
traveling over an hour to get to USDA @
Riverside, working a few hours, and leav-
ing in enough time to pick up her daughter
from school to get to the appointment, she
worked at home before and after the ap-
pointment which was in the middle of the

awareness regarding the state of our finan- gay. Since the appointment and her

daughter were in the same vicinity of her
home, it just made more sense to work
from home that day. This reduced her

The

Spotlight

Tell us how you think Supervisors can learn
to implement Telework successfully for their

workgroups:

A

| think the best tactic is for a supervisor to try

it themselves to see the benefits and per-
haps theyolll
on productivity and be able to become more
operHninded in allowing it more routinely for
their employees.l t 6 s my
experience the uninterrupted time where

they can turn out critical documents, they wi
gain a new appreciation for this flexibility.

SAM SHANKLIN
Security Driver for the Secretary

Written by Perry Stevens

ing for the
Bernard
you

ti me
done,

was
and
t he

ones you

as Security
particularly
got now is very

to stay. o6

al | t h
| wrote a b
town! 6

e hist
ook |

ory
6d

Mr. Sam Shanklin has spent the last 45 years serving his country. Two of those
years he served in the U.S. Military, but the last 43 years he has been a valued em-
ployee of the USDAHe started out in the mailroom but before long, he began driv-
Secretaryds
baby driver back then, the youngest oneThe main driver for the Secretary at that
0Tommyo
keep
| said be good to people because the same people you meet going up the ladder are
mi ght

of fice. 0That

Thompson,
the boss happy.

see coming back

Mr. Shanklin drove for the Deputy Secretary until 1979 when he took over the job
Driver

Il i kes
good. |
they offered us a buyout, but | like this Secretary, and | like his family, and | wanted

for
hi s

the Secretary.
| atest boss.
l'i ke hi m.

heos
to

seen, ayb
have go |nto t

belief
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FOREST SERVICE WORKS TO ACHIEVE DIVERSITY

f’ 1 Forest Service Human Resources Directdlf Robin

D. Bailey, Jr. (seen on the right) makes |
interacting with employees a high priori
New Mexico Division of Voca-

The group was

initially com- tional Rehabilitation, and Gov-
prised of HRM  ernors Commission on Disabili-
4 employees ties. Together, this group ad-
with special dressed a host of employment
needs who issues, including making sure
met with Mr. the application process was
Bailey to dis- easy to understand and follow
cuss the diffi- and determining what re-
culties they sources are necessary to en-
encountered sure employees are successful
when seeking  once they are hired.
employment
and what as- The results of thi
sistance they have been impressive. One of
When Robin D. Bailey, Jr., began in his position as Director of needed to overcome any chal-  their major accomplishments
Human Resources for the Forest Service, he spent a lot of time  lenges they faced on the job. was hosting a booth at the
meeting and getting to know the 500 employees who com- 2010 Southwest Disabilities
prised the staff at the Albuquerque Service Centeluman Re- The group soon expanded to Conference, where HRM em-
sources Management (ASE&IRM). The outcome of some of include members of commu- ployees were available to assist
those conversations was t he e snhityorganizations such as the conferencegoers in applying
Advisory Group for Employees with Special Needs. Commission for the Blind, The  for positions. This effort re-
Commission for the Deaf and sulted in making job offers to
. Hard of Hearing, Community nearly 20 disabled applicants.
Written by Mary Jane Bergener Outreach Program for the Deaf,
[ e = . g

Increasing the Use of
Student Employment
Programs

The Human Resources Man-
agement Workforce Planning
Staff and the Human Re-
sources Information Systems
Staff, under the direction of
Assistant Director Rhonda
Flores, has developed an elec-
tronic database to assist with
tracking students throughout
their employment and develop-f
ment in the Forest Service. The
recently demonstrated system
will allow leadership to review
data for trends and analyze the
information for adjustments in our processes.
The system will also enhance our reporting
capabilities for all of leadership and assist us
in making wise decisions in the student em-
ployment process.

HRM students on a field trip to the Santa Fe National Forest. They had the oppo
nity to talk to a district ranger (in the photo on the left) and learn about the types
positions that are available in forestry. They also got to view the work being acct
plished on a watershed restoration project.
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EASD’};“’ RURAL DEVELOPMENT MAKES HISTORY BY
2011 uhen IMPLEMENTING INDIAN PREEERENCE
P. Milton Jr.,

USDA Chief Human Capital Officer (CHCO) and WTitten by Monshi R. Ramdass and Retha Oliver

Clyde Thompson, Deputy Administrator for Man-
agement (DAM) and RD Diversity Officer met to

discuss the implemention of Indian Preference in
Rural Development (RD).

Indian Preferencehttp://www.eeoc.gov/palicy/
docs/indian_preference.htmlis required by law

to provide absolute preference to American Indi-
ans/Alaska Natives who are enrolled in a feder-
ally recognized tribe as defined by the Secretary
of the Interior. To be
eligible within the Indian Health Service, an ap-
plicant claiming Indian preference must submit

a copy of a properly completed & signed form
BI' A 4432 (oVerificatior
employment in the Bureau of Indian Affairs and
the I ndian Health Servi
he/she is an Indian as defined by the IHS Man-
ual Part 7 Chapter 3. The Servicing Human Re-
source office will then determine verification of
Indian Preference.

The meeting came about when Mr. Jim Norland,
Alaska State Director, Rural Development, spoke
to Secretary Vilsack about hiring challenges he
faced in Bethel, Alaska to fill key USDA vacan-
cies. Mr. Norland stated that he faced high turn-
over of employees and difficulties filling vacan-

cies in rural Alaska. The challenges Mr.
Norland faced were due to pay differ-
ences, high cost of living and the re-
mote location. He thought that it would
be more strategic to recruit and hire
from the local community instead of
nationally to fill vacancies in Bethel.
Based on his concerns, Ms. Robin
Heard, Assistant Deputy Secretary for
Administration, called a meeting to dis-
cuss the hiring challenges that Mr. Nor-
land raised with Secretary Vilsack. Af-
ter a series of additional meetings, Mr.
Thompson agreed to utilize Indian Pref-
erence to hire qualified applicants from
the local community to fill key vacan-
cies in Bethel.

Due to key leadership involvement, the
implementation of Indian Preference
was initiated for the first time in the
history of USDA. This initiative will lead
to outreach and recruitment from the
local community in Bethel, Alaska. Be-
cause of this initiative, USDA can now
have employees that possess the skills,
knowledge, and abilities to include the

Front Row:Thelma Floyd,
Director, Civil Rights, Op-
erations and Manage-
ment, Rhonda Brown,
Outreach Coordinator,
Operations and Manage-
ment Retha Oliver, Acting
Director, Human Re-
sources, Operations and
Management Second
Row: Tedd Buelow, Na-
tive American Coordina-
tor, Operations and Man-
agement, Clyde Thomp-
son, Deputy Administra-
tor, Operations and Man-
agement and RD Diversity
Officer, Monshi R. Ram-
dass, Director Recruit-
ment and Diversity, Office
of Human Resources
Management (OHRM)

cultural, linguistic, and com-
munity knowledge needed

to enhance our posture to

communicate and conduct

business with the people

that we serve. The initiation

of Indian Preference is at

the heart of Cultural Trans-
formation and the Diversity

Road Map.

Rural Development is on the

cutting edge as the first and

only USDA agency using this

guideline to shape hiring
strategies.

RD recognizes that
inclusiveness is a win/win
proposition, offering
opportunity to all groups as
it brings additional, varied

Particularly in communities
with higher concentrations
of Native Americans, it is
hoped that Native
administrators and staff will
add not only individual skills
and expertise, but cultural
insights that enhance
program planning,
administration, and
promation. Existing ties to
communities may also
support longterm
commitment to positions.

strengths to an organization.

A

USI


http://www.eeoc.gov/policy/docs/indian_preference.html
http://www.eeoc.gov/policy/docs/indian_preference.html
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| Program Manager to Increase
¢ Employment of Individuals with
Disabilities

to work outcomes for injured or sick
workers. As a result, there will be

increased collaborations and re- O0Toda Yy, only E
source sharing between the Workers

Compensation and disability employ- of the_federal work-
ment programs. force is made up of

On July 26, 2010, President Obamasigned To | ead USDAG&s effort Americans with dis- 2!
Executive Order (E.O.) 13548, restablishing  Office of Human Resources Management TP
a goal set by former President Clinton that  has hired Alison Levy (pictured above) as the abilitiesfifar below the

100,000 incviduals with disabilties willbe  new Departmenal Disabilty Employment proportion of Ameri-

ired into Federal service during the next rogram Manager. In her previous - - s

five years. To achieve this goal, agencies year so6 experience, Ms cans with disabilities iny : o
are required to develop 5year plans that improve employment of people with disabili- - ' the general population,

include performance targets and numerical  ties in the nonprofit, postsecondary and ~ .

goals for employment of individuals with Federal government environments. Shehas 'S O weor e goOol NgC
disabilities. Subgoals will identify how per-  developed dlsabllltyrelateq policies, proce- recruitment \
sons with targeted or more severe disabili-  dures, and expanded services related to . . . !

ties will also be hired. reasonable accommodations, in addition to Ing to boost training;

creating improved systems for recruiting, ~ -
hiring, advancing, and retaining individuals weor e g ol n g t

with disabilities. retentioné.

Executive departments
and agencies must im-

s P T———rs — prove their efforts to
What better time to acknowledge and thank the USDA workforce for the -
service provided day in and day out to America than during Public Servic e_mpl_o_y_ workers WIFh
Recognition Week?The event is held May 2 through May ? and offers us disabilities through In-
a wonderful opportunity to show appreciation to each other for the work creased recruitment,

t " ®hifirianld Setention of

these individuals. My

administration is com-
mitted to increasing

Under the order, Federal agencies must also
include strategies to facilitate higher return

Get Ready for Public Service Recognition Week, May,2011!

do and to showcase USDAOGs value

o

Some easy ideas to implement that week are suggested by the Office of
Personnel Management (OPM) below:

o Encourage your employees to talk about their work with local schools or

civic groups throughout the week; the nu_mbe_r of _If)(}llVI(_jU-
o Use video to get the message out,|. o@JﬁW'Eh‘f“%m'L“#ﬂf‘g O0Fed
Un s c r iwpw.yewdube.com/fedsunscripte¢ t he Feder al W C

o Consider an all agency event to share information about different work
units of your organization;

o Open your agency for job shadowing or career fair events; i President Obama
o Greet your employees at the door and thank them for their service;

o Send allstaff messages of appreciation.



http://www.youtube.com/fedsunscripted
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Morris Tate .
senesase [ Shared Office Space = Shared Success for Telework
Business Ser-
vices in the Office of Operations, Departmental for many years; however it was not widely
Management, at the USDA headquarters in practiced. The Business Services unit was
Washington, DC.Lines of business included are established in 2003, and included a number
management and program studies and analy-  of analysts and assistants whose duties were
ses, personnel and work life program special-  well suited for telework. Those who were =<
ists, occupational health units, disability re- interested were allowed to telework one day ¢ ¢
sources (USDA TARGET Center), sign languag: per week, and six out of seven elected to do
interpreting services, printing and copier ser-  so. When that proved successful, they were
vices, mail management, shipping and receiving allowed to increase to two days per week.
surplus property disposal, forms and publica-
tions storage and distribution, and central sup-
ply management. Please describe your staff: (Grade, positions/
jobs performed, occupational series,
composition, etc)

Morris Tate (right) and cavorker Ron
Cotton at a shared work station.

Mr. Tate began his federal career as a Civil Eng
neer with the USDA, Soil Conservation Service i
1968, worked as a Civil and Structural Engineer

The Business Services unit of the Office of
Operations includes a wide variety of grades, 1h€ one analyst who chose not to tele-
positions and occupational series, including WOrk contributes to the team by sharing

in the private sector frqm 1974 to .1.9.81, re- General Schedule (GS) G to GS15., hi§ office with a netyvorked alin-one

turned to Federal service as a facilities manager WGB! printer/scanner/copier, a spare work-

with the U. S. Marine Corps until 2000 when he ng_e Syste_m (WS) to WS05, and_ tati d by tel ' k h dt
Printing Series (XS) X&7 to XS11. Posi- station used Dy teleworkers who need 1o

came to USDA headquarters as the headquar-

; . ; be in the office when they typically were
ters facilities operations and maintenance direc- tions eligible for regularfrecurring telework

scheduled to be away, and a set of small

tor in the Office of Operations. In 2003. he was &r€ Predominately in the G®300 series. lockers for personal items that employ-
reassigned within the Office of Operations as the ees choose to leave at the office when
director for business ser\{ices. He talked with Tell us about the shared office space con- they are away. The desk for the spare
My USDAG6s Mika Cross. cept: p workstation is also an adjustable height

desk that was surplus from another of-
These seven employees (five analysts and  fice.
How did you come up with the idea to develop  two management assistants) worked in adja-
shared office space for your staffAWere cent offices along a corridor, and five of
they already teleworking?What compelled  them worked a compressed 5/4/9 schedule  As a reward for their positive attitudes
you to expand it? with one day off every two weeks. With two and excellent teleworking skills, each of
days a week teleworking and one day every the offices got new carpet and paint,
two weeks off due to the compressed work  which was a morale booster.
schedule, it readily became apparent that
offices were frequently vacant. That gave

The Office of Operations has permitted telework
ing both on a regular/recurring and ad hoc basis

touted benefits of teleworking, which is to when they are not in the of-

reduce the office space needs. The idea of fice? How do you account for meet-
consolldatlng two peo_ple into one shared ings, scheduling issues, etc?

workstation was readily accepted by the

group (being professional analysts, their Business Services uses a shared calen-
inefficient use of space was obvious to dar in Microsoft Outlook where every-

them). oneds schedule is post

work, AWS days off, scheduled leave,
meetings, etc. Teleworkers call in to a

The six teleworkers chose their partners and conference line for weekly staff meetings.
" their schedules, and the process of consoli- EMPloyees check in with the supervisor
dating six employees into three offices, with ©&ch morning either by phone or-enail,

.4 one workstation each, began. The pairs and comment on their work plan for the
Y Were permitted to choose the type of furni-  d&y. Most of them use enail. During the
& ture that would be suitable to them both. work day, communications between the
Some chose adjustable height desks and ~ €MPloyees and the supervisor occurs as
others preferred basic standard desks. Ac- it normally would, except for face to face
tual new purchases were minimal. Enough ~contact.

. . . . ergonomic chairs were already being used,
Morris Tate, Director of Business Services for = o existing desk was retained, one adjust-

Departmental Management, is a strong sup- | gapje height desk was surplus from another Do you allow your employees to partici-
porter of teleworking and shared office space. qffice, and one office got a new desk. pate in flexible or alternative work
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One example of shared office space

schedules in additional to tele-
work? How long have you been au-
thorizing this?
Compressed and flexible work schedules
have long been permitted, and telework-
ing does not change that. There have
been no problems associated with tele-
workers using various schedules.

What are the top five benefits you see
from this way of doing business?

The environmental benefits of reduced air

pollution and reduced traffic and
public transportation congestion are
significant.

The time saved by not commuting is a
direct benefit for employees in terms
of increased rest, personal energy,
and time available for personal and
family matters. The result is im-

proved morale and greater productiv-

ity.

Teleworkers are much more available for
duty during inclement weather or
major transportation disruptions and
even for partial days when they use
leave for personal matters for part of
a day. This substantially improves
the continuity of operations.

Employees and the employer save mone)
by avoiding direct commuting costs,
including the employer provided sub-
sidy for public transportation. Other
potential savings for the employees
are meal costs, reduced wardrobe
maintenance, etc. Cost avoidance
for an employee is as good as a pay
raise.

Changing work locations gives a break
from routine and provides stimulus
that improves productivity. Studies
have shown this, and these employ-
ees find it to be so.

What would be your top five recommenda-

tions for implementing telework for a
work/team who have never done so

before?

Implement one step at a time, and give

enough time at each step to evaluate
and adjust. Start with one day per
week, or even one day per pay period,
and add days when the process prove
to be reliable. Some employees will
adapt faster than others.

Allow the employees as much freedom as

possible to select their own schedules
and partners.

Require the use of high performance com-

puters and peripherals at the home
office, whether governmenfurnished
or employeeowned. Not all are profi-
cient with technology, and at home ong¢
cannot readily get assistance. Use a
call forwarding service that can be acti
vated remotely, so the office phone cal
be forwarded to the home or mobile

phone from any location.

Establish a convenient method of displayin

everyoneds schedu
A shared calendar on the network
works well.

Be clear about the checkn and communi-

cation requirements between the tele-
workers and the supervisor, and be
diligent about enforcement. That will
help it become a habit. In the ossite
office, employees are accustomed to
simply beginning their work. Checking
in and reporting the work plan for the

day is a new procedure.

NEW TELEWORK
TRAINING FOR LEADERS

The inaugural cl a
Telework Trainingfor Leaders

(pictured below) met on February 10
the first of twelve sessions where more
than 300 supervisors and managers
successfully certified their approval
aut hority for USD
Telework Program.

The training focused mostly on honing
important leadership skills that trans-
lates to successful teambuilding and
employeeengagementino matter
where the office location. Participants
engaged in interactive discussions
about the benefits and challenges to
managing employees in a Telework
environment and walked away with key
tactics for introducing effective per-
formance management elements for
Al théirtAdloyedsl | can se

This training meets just one of the
many requirements of the new ele-
work Enhancement Act of 201Ghat
USDA must complete by June of
2011. Additional sessions of the class
are planned for interactive welbased
delivery this Spring, and additional
Telework training for employees will be
available in AgLearn.



http://www.gpo.gov/fdsys/pkg/PLAW-111publ292/pdf/PLAW-111publ292.pdf
http://www.gpo.gov/fdsys/pkg/PLAW-111publ292/pdf/PLAW-111publ292.pdf
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The Secret t od Danads Spbbha@siBs@ aSiuBan Resources Specialist and
Professional with USDA Forest Service, who recently

Whatever It Takes! completed a detail to the De
man Resources Management (OHRM) supporting the

And Al ways é Learni ng, rocov@PidwGnNdn, g, & Par

goals. And | thought, USDA watch
out, here | comel!!!

During my 23 years of experi-
ence in human resources
management, | have worked
with many diverse individuals
from a variety of Federal age
cies with very different mis-
sions. | started out with the
National Aeronautics and
Space Administration (NASA)
as a Coop Student (now they
call them SCEPSs). After
graduation, | was fortunate to
be converted to a career ap-
pointment and spent the mid
career years at the Depart-
ments of Justice, Interior, and
Energy. Those jobs provided
me a breadth of experience,
knowledge, and confidence
that enforced the belief that |

Taking Action: Now, | am actually

living one of the most exciting

moments of the Leadership Devel-
opment Program. Most recently, |

have been privileged to be on a
detail to the Depar
of Human Resources Management
(OHRM) where | served in the Pol-

icy Division. This assignment gave

me perspective that | have not had
before. The Secre
Transformation Initiative is proving

to make USDA a better workplace

and | have been glad to witness

that transformation from a Depart-

mental perspective. The cultural

could be successful in my personal and ued efforts to make improvements to all transformationés contin
professional goals and aspirations. aspects of Human Resources. This makes  with my values and beliefs. | believe our
me proud to wear green! progress will continue. In making the trans-

formation happen, we are listening, learn-

But it was only after | arrived at USDAB® sing, and committed to taking action to ef-

Forest Service that | learned to focus on Last spring, | was selected to participate in  fect change.

the leadership qualities of listening, learn-  an Office of Personnel Management (OPM)

ing, and taking action. When we demon- sponsored Leadership Development Pro-

strate leadership with these qualities, we gram. The first concept that | learned is

can improve the culture and serviceofour t hat al | |l eaders donitt = ervi -

whole organization. sors or managers. They can be the person I h avVv e

sitting next to you. The second concept

that | learned is that technical expertise CO n CI u d e d

Listening: | joined the Forest Service in may get you into the program, but it is not

2009 shortly after the Agency consolidated What will carry you forward as a leader. To .

its many Human Resources (HR) functions succeed as a leader, you have to learn my Ilfe I on g

into one office located in Albuquerque, New about yourself, invest in yourself and oth- .

Mexico. The transition was a difficult one ers, and be prepared to work hard. Iead e rs h | p

by all accounts. At that time, the Agency

was ranked among the worst places to 1 1

work in the Federal Government. The Learning: | had to ask myself some serious p h I I OSO p hy IS

thing that turned that around was Leader-  questions. What makes me tick? Why do | .

shipés willingness t reactthesvayd do intcestair sttuatiors™p | ¢ y to I|Sten

and make adjustments and improvements  What are my core values? )

to its HR services. Leadership reached out

to their customers with the goal of estab- Iearn ’ an d

lishing a relationship of mutual trust and So, | embarked on the task of developing a .
shared leadership accountability amongst  plan of action to become a better leader. I a k e act.i

line managers, supervisors, HR Manage-  One of my goals is to build relationships

ment and employees. The changes have  through partnering My plan included de- ~

resulted in a remarkable impact on the veloping networks, building alliances, and N Dana
wor_kforce. _I have Wi_tntlesseo_l impr0§ed pé_lft- collaborating across boundaries to build

nering, an increase In learning, and contin-  strategic relationships to achieve common AS kl nS
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SEE WHATG6S HAPPENI
REFORMS AT USDA!

Few efforts in recruiting diverse and talented
individuals to USDA are as important as a vi-
brant and coordinated student employment
program. A coordinated program benefits all
agencies and lets us share information, candi-
date resumes, and best practices while work-
ing together to address challenges and im-
prove demographics. To meet this challenge,
in FY 2010, USDA created a student internship
program (SIP) that is coordinated Department
wide with the goal of ensuring crossigency
communications, excellent and diverse candi-
date pools, meaningful experiences for interns
and employers, and accountability. This initia-
tive is directed towards high school students or
students enrolled in a degreegranting institu-
tion who meet the requirements of either Fed-
eral student employment authorities or of af-
finity groups, associations and professional
organizations with which USDA networks.

As we moved into FY 2011, the new working
group, along with the Virtual University, has
made great progress towards reaching some
of the major goals established by the 2010
working group. In order to enhance inter
Mission Area communication and outreach we
have created an Intern Recruiter/Coordinator
community on USDA Connections.

Rolando Loya, Re-
gional Recruitment
Specialist, Region
6, US Forest Service

rolando.loya@usda.gov

https://connections.usda.gov where we pro-
vide support through the sharing of resumes,
guidance documents, information on all stu-
dent hiring authorities, contact information to
affiliations and associations, and allow for free
discussions among recruiters and coordinators
across USDA mission areas. Additionally, we
have started utilizing a social networking site,
USDA Academynttps://USDA-Academy.com
Currently we have an enail address,
USDA..Internships@dm.usda.gpwhere stu-
dents can send specific questions related to
USDAGs Student I ntern
their transcripts and resumes if they are inter-

on

Us

Cultural Transformation Action

NG WITH

ested in an internship with USDA but
just dondt
get that information into the right
hands. A onestop application can found
be at
http://www.studentapplication.usda.gov

To ensure that our USDA student intern-

ship program optimizes the ability to
identify a diverse and highpotential

AQUSDA agencies
depend on SIP to
get qualified, di-
verse applicants
for both mission
critical and tempo-
rary positions.
Wedre not
shaping the future workforce, we are
preparing a new generation of employ-
ees to be more proactice and receptive
t o i nn dwWennhdy @amrasadHu-
man Resources Specialist, Student Em-
ployment Programs Manager, Depart-
mental Management,

candidate pool, we provide virtual train-
ing to our USDA Intern Recruiters and
Coordinators. On February®and 10th

of 2011, we held our First Annual Intern
Recruiter/Coordinator Training where
we identified and shared available re-
sources, contact information to leverage
External Programs, best practices, and
available hiring authorities. In this train-
ing, we had representation from the
Office of Personnel Management (OPM)
to address some of the federal

changes in hiring authorities. More

than 70 recruiters, coordinators and
others across USDA, from the field and
headquarters participated.

STUDENT | NTERN

Written by Zina B. Sutch

experience is positive and meaningful. Our

k now wh gvorking greup geyelpred severgldools fer e n

supervisors to help in structuring a valuable
intern experience. The Oivoarding Portal at
www.dm.usda.gov/OBR developed by

OHRM for supervisors and employees, pro-
vides guidance on how to bring a new em-
pl oyee on board. It ds
intern supervisors and sponsors. That guid-
ance and a supervisor checklist ensure that
each intern receives the same attention and
positive experience that any new employee
would receive. We have also provided a Cap-
stone Project guideline and a Draft Perform-
ance Feedback Tool on USDA Connections.
These resources provide a process for super-
visors to use while developing meaningful
and valuable work experiences for their in-
t8rfs! T¥e Capstone Project guide walks a
supervisor through the steps they should
take when developing a purposeful project
that lasts the entire internship semester.

The Draft Performance Feedback Tool, pro-
vides a way in which supervisors can estab-
lish expectations for the intern and provide
feedback in a beneficial way.

Through these new resources, supports,
guidelines, training opportunities and com-
munications, we are making great progress
towards establishing a high quality student
internship experience for interns across
USDA. Through coordinated efforts, we are
presenting ourselves as One USDA to our
new recruits and attracting a talented and
diverse population of new employees.

Laura Sepulveda,
Student Program
Manager, Food
Safety and Inspec-
tion Services

Once our in- .
terns have laura.sepulveda@fsi

been selected, s.usda.gov

we want to

make sure their

0The Student Intern Prjogram is

Program an
nami c

nity for USDA to develop future leaders, a divers¢
workforce, and a 2%t century workplace. Dy-
Dev el op mdNMashaDause
Management Services, Planning, Coordination &
Accountability StaffMaisha.Davis@usda.gov

tention.

al

6
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