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Leading Change

During my federal career, I have led change in government by establishing corporate visions for agency transformations and by improving organizational performance through change management initiatives - to re-structure ten regional offices with 750 staff, to reallocate 1,500 agency staff allocations to align resources to priority work and to establish training strategies to catalyze and sustain organizational changes.

A recent SES candidate development assignment at the General Accounting Office (GAO) demonstrates my ability to envision and lead the development of government-wide change.  I led a Comptroller General initiative to build a new federal model to create high performing organizations through collaborative networks of cross-sector (public/private/non-profit) partners. 

There is a growing awareness that the outcomes that the federal government seeks are increasingly achieved with and through other actors and networks – State and local governments, for-profit and not-for-profit organizations —rather than solely as a direct product of the federal government.  The public management environment is changing as it becomes more transparent that government achieves its objectives through complex, cross-sector partnerships. Moreover, long-term fiscal challenges and dynamic global trends are forcing a major transition in the federal government’s role and business operations.  
In an environment with inevitable drivers for transition and complex cross-sector inter-dependencies, my objectives were to identify the means for federal agencies to become results-oriented and economically efficient organizations as partners in a larger public network; and to identify the management tools needed for institutionalizing high performance, focusing on human capital, financial, information technology and acquisition management capacities.  

To determine the value-added federal role in public networks, I led the development of a federal case study of high performing organizations in a cross-sector environment.  I persuaded the Commissioner of Child Support Enforcement at HHS to partner with me to explore the network of partners involved in achieving a strategic child support program goal – increased financial support for children from both parents – which in Fiscal Year 2002 resulted in $20 billion in child support collections on behalf of children.  I created the vision for the case study and guided program managers to develop network models for four programs supporting child support collections.  Using the network models, I convened and facilitated a national focus group with GAO officials, child support senior managers and HHS SES candidates to test the applicability of the model to other federal programs.  We targeted the management and organizational capacities required to improve performance as a partner in a diverse and robust network. In human capital management alone, the child support program could identify the workforce skills, incentives and performance criteria required to successfully achieve a public goal in a complex network of cross-sector partners, resulting in higher performance and mission accomplishment for its customers.

I cultivated a vision for a government-wide management accountability framework which considers the role and impact of inter-dependent federal partners – grantees, contractors, local/State/tribal governments – and ultimately their collective success towards accomplishing a public mission.  The model I developed resulted in three outcomes to benefit GAO: 1) guide GAO in advising Congress on strategies it can use to better assess federal performance and pinpoint improvement opportunities, 2) assist federal agencies in identifying and instilling the organizational infrastructure needed to optimize federal effectiveness in a cross-sector environment and 3) develop assessment approaches that GAO analysts can use.  Thus, GAO is applying my work to drive change through Congress, in executive branch agencies and within GAO itself.  

To this end, my contributions formed the framework for government-wide transformation of organizational performance.  The leadership ability I demonstrated during this assignment can best be illustrated in my performance assessment from the Managing Director of Strategic Issues who noted: 
“…As a senior executive, I can attest that Robert has demonstrated the competencies required to lead organizations in the 21st century towards high performance and results…”

My leadership ability to mobilize resources systemically to achieve organizational change is best illustrated when I established a national profile system for state welfare policy.  When the Personal Responsibility and Work Opportunities Reconciliation Act was enacted in 1996 to re-structure welfare, I was designated to fill a lead role as my agency struggled to define its leadership position in welfare reform.  I worked with the Assistant Secretary and program leaders to craft a vision for a new federal role of “information broker” – sharing national data, promoting best practices, and establishing peer-to-peer networks to solve problems.

Our federal role was tested in early 1997, when the Health and Human Services (HHS) Secretary and the President asked us to describe the landscape of national welfare reform implementation.  I was charged to create a profile system for state welfare reform for use by the Secretary and White House.  My role included instrument design, system development and data collaboration with program, regional and Departmental offices.  The information would allow us to share States' progress across the country, compare issues within regions and learn about innovative practices.

In order to succeed, I needed the support of multiple program offices across the agency who managed program and financial data.  I created a new network of partners to serve as the information pipeline for the innovative profile system.  I gathered a team of employees across the country to work on the project.  Establishing relationships, listening, continually assessing needs and cultivating diverse partnerships enabled me to receive the support I needed to deliver a timely and comprehensive state profile system containing program and financial data, state welfare legislation and pending policy decisions for all states.

Along the way, I encountered individuals’ reticence to share data; there was an underlying fear that the agency could be perceived as portraying dated information and that States would backlash, thereby jeopardizing federal credibility.  I assuaged the fears by acknowledging that while some data elements reflected different timeframes, the data elements seen together disperse attention from a single data set and collectively build a more complete picture of welfare reform.  

Additionally, I reinforced that if the profile did become public, it would be the start, not the end, of a dialogue about the complex status of state welfare reform.  I articulated that the agency would be fulfilling its unique role if we could share the most effective policy choices, practices and emerging strategies that States were making across the country to achieve welfare reform.

In the end, the Assistant Secretary provided the state profiles to the Secretary and the President, as one federal enterprise for tracking welfare reform implementation across the country. As a result, we established credibility as a national source of welfare reform information.  The project solidified our federal role to broker information across all governmental levels.  The project also assisted our external strategies to apply the information to inform States as they drafted and passed welfare reform legislation.  The state profile system exemplified how we changed our role in working with states and other partners to have the greatest impact for children and families.

Leading People

In the federal government, I have led national cross-cutting projects and teams requiring innovation, flexibility and results.  

As a result of my experience leading previous management reform efforts, I was asked by the Deputy Assistant Secretary for Administration to assume the portfolio for the agency’s five President’s Management Agenda (PMA) initiatives - strategic management of human capital, competitive sourcing, improving financial performance, e-government and budget/performance integration.  In an agency of 1,500 employees and a $44 billion appropriated budget, I was charged to serve as the agency’s national PMA director and build organizational capacity to implement agency-wide PMA objectives.  The agency’s success in achieving Office of Management and Budget (OMB) and Departmental management objectives were dependent upon the agency’s attention to and progress in the PMA.

I developed, mobilized and led a new team within the Office of Administration to achieve the PMA goals.  I established ACF PMA strategies, created and assigned lead staff roles for initiative areas, established PMA goals as explicit elements of employee performance plans and built staff capacity by supporting PMA training.  I encouraged staff to train across the five initiative areas in order to become experts in multiple subject areas and to better understand the complementary linkages among the five goals. I coached staff to proactively outreach to program offices and Departmental desk officers to build lines of communication, test ideas and develop collaborative innovative solutions to potential challenges.  I requested and strategically applied limited budget resources to support goals and built new relationships with Departmental PMA managers and desk officers.  I motivated staff to achieve their best and built team spirit through employee empowerment and communication that fostered performance excellence.  Our partnership outreach and consistent focus to integrate the PMA to the agency’s mission has brought us attention as a Departmental leader.

My success in leading staff to achieve large scale management reform initiatives is demonstrated by “green” PMA scorecard ratings in all five PMA areas for the last three quarters of Fiscal Year 2003 and the 1st quarter of Fiscal Year 2004– the only Health and Human Services (HHS) agency to accomplish this achievement.  For our successful efforts, my team has been recognized with an Assistant Secretary Honor Award.

My accomplishments are best illustrated by a notation accompanying an award from the Deputy Assistant Secretary for Administration:

“…Recognizing that the Administration for Children and Families (ACF) needed an increased emphasis on those specific issues outlined in the President’s Management Agenda, you formed a team of professionals and created a responsive organization that is clearly recognized as a leader in the Department’s efforts.  As a result of your leadership and direction, ACF now has an infrastructure to proactively address all PMA goals…”

In March 1999, I was chosen to be part of a five member national leadership team, with stewardship responsibility for $20 million, to design and implement the agency’s comprehensive strategy for the Year 2000 (Y2K) challenge.  We had an unmovable deadline of January 1, 2000.  Our Y2K planning was at least eighteen months behind other agencies and we had less than nine months to prepare the agency and our business partners.

I assumed direct leadership responsibility for the day one project, leading a national 20 member team and managing a dedicated federal staff.  In September, I sponsored and led a national Day One partnership meeting with forty staff across the agency to refine the strategy and reach national consensus.  The partnership meeting resulted in concrete plans for communication with States/grantees about reporting requirements, communication and training for agency staff, a testing project plan and recommendations for State/grantee program and financial policy flexibility.  

After the conference, I realized that our project would require additional work; but since Day One did not have earmarked funding, I had to influence the Y2K Director to lend me additional staff to achieve the action items from the conference.  As a result, I was given additional contract staff to work with me on a day-to-day basis.  With additional personnel on board, I worked with my staff to develop a project plan with mutually agreed assignments based on their expertise.  Applying principles from a 40 hour “Managing Diversity” training, I created an atmosphere of partnership among the team where federal and contractor staff worked together towards a common goal, understanding each other’s value-added strengths and expertise. 

Under my leadership, staff and the Day One team completed the project plan goals and worked with external (State, grantees) and internal (Departmental, agency) partners to prepare for Day One.  We developed distinct State and grantee communication protocols, wrote a comprehensive day one strategy guide designating roles, responsibilities, staffing, policies and procedures, and established a command center with computer and telecommunication capability using existing resources.  To prepare for the Day One event, I worked with staff to evaluate procedures and refine plans -- three different simulations were conducted with headquarters and regional offices to test systems, networks, communications, data transmission, command center policies and operations.  I shared our team’s vision, provided on-going executive briefings, and responded to inquiries at biweekly meetings with the Assistant Secretary and program and regional officials.

On January 1, 2000, as a result of Day One teamwork, the agency could communicate with States/grantees to collect status reports and respond to disruptions, the agency command center was operational, and communication between the agency, the Department and the White House Y2K Information Coordination Center was flawless.  Our collective team efforts resulted in no service disruptions for children and families over the Year 2000 transition. 

I recommended awards for all Day One staff and the Assistant Secretary agreed to recognize staff with an agency citation.  I have been highly recognized and awarded for my own contribution to the Y2K effort.  I received a promotion to the GS-15 level for core leadership in the agency’s Y2K strategy, particularly for assuming Day One responsibilities.  I was recognized with a forty hour time-off award for leadership in overall Y2K strategic planning, an Assistant Secretary citation, and a Secretary’s Distinguished Service Award for Leadership.

Results Driven

I institutionalized accountability and applied results driven principles during an executive developmental assignment within the Health Resource and Services Administration (HRSA) at Health and Human Services (HHS), where I provided leadership for a priority health initiative to reduce health disparities on the U.S.-Mexico border.  The agency had a historical commitment to support border communities, but in an ad hoc approach with minimal consistency.  The agency administrator sought to establish a corporate strategy for border health, where a myriad of agency resources and programs could be applied to develop a more holistic, comprehensive and evaluative approach to improving conditions on the border.  I was charged with developing an agency strategy to identify key requirements for improving border health, align them with agency goals and connect resources to the requirements in order to improve HRSA’s organizational performance and to achieve external outcomes on the border.  The agency Administrator made a commitment to the Secretary regarding outcomes for improving border health and my assignment laid the strategic foundation to offer the agency head and her management team an outcome-based plan.

I initiated a strategic planning process to align out-stationed border health staff functions with HRSA agency goals and measures.  I first provided a clear vision for improving border health by cross-walking border health indicators from the international Pan-American Health Organization (PAHO) and HHS’ Healthy People 2010 goals to HRSA’s national performance goals, resulting in border specific agency goals. I led a strategic planning session with the HRSA Division of Border Health, including the field director and medical officers to define HRSA’s value-added contributions to the border and guided staff to develop an integrated workplan for FY2004, building upon the organization’s existing assets and priorities.

I also influenced HRSA’s leaders to view the initiative from a corporate perspective and provided opportunities for them to connect in headquarters and with out-stationed field staff in order to mutually agree on the appropriate measures and outcomes.  I created a role for and influenced the HRSA Deputy Administrator, Senior Advisor and Acting Director of Policy and Planning (all SES level positions) to participate in the Division of Border Health planning meeting to provide HRSA’s national vision to field staff, fostering a dialogue with technical experts and agency leaders to hear each other’s perspectives and establish mutually agreeable goals.  

My efforts resulted in identifying priority goals and measures for an integrated, HRSA-wide border initiative in FY04, which served as a national guiding plan on border health for HRSA’s senior leadership. The plan is serving as the cornerstone for fulfilling commitments to the Secretary and institutionalizing accountability for the border across the agency.  To more fully align HRSA’s border activities into a strategically focused and consistent approach required an ability to establish and implement a vision for change; and with the vision, requires the fortitude, tenacity and ability to lead people at all levels of an organization to focus on performance outcomes based on key organizational priorities.

For four years, I was responsible for catalyzing cross-program human service collaborations among headquarter and regional offices; and assisting offices plan strategic partnerships to achieve results.  I was asked to operationalize the Government and Performance Results Act (GPRA) by developing an agency workplan to implement priority goals and assess progress.  The Assistant Secretary articulated seven national agency priority results based on program and management goals, which intersect multiple offices’ responsibilities.  While offices embraced the vision, they did not have a method for coordinating their efforts.  Each office worked independently to achieve their individual program and management objectives.  In the absence of a corporate approach, individual offices would not be able to fully understand what they could offer to other programs or how other offices could assist them in achieving program mission.  In the end, a silo approach would take longer for mission accomplishment and be less effective than leveraging cross-program talents and resources.  Ultimately, the agency needed a strategic roadmap to identify each office’s approach for integrating common goals and accomplishing the agency’s corporate results.

At the request of the Assistant Secretary, I was charged with designing a national process to institutionalize strategic planning for the seven cross-cutting agency priorities, which aligned with our Government Performance and Results Act (GPRA) objectives.  I articulated to office directors and their staffs a shared vision and developed a consistent process for planning, tracking, and evaluating progress on the results.  
I developed and proposed a strategic, collaborative workplan process where leadership was mutually shared among program office directors and regional administrators.  I developed a set of strategic tools -- planning criteria and a workplan template – to serve as a guide for offices. The leaders for each result were responsible for collectively developing concrete workplans which identified strategies, measures and specific headquarter and regional office responsibilities.   I built in a continuous feedback process, where co-leads for each priority result would present workplan results to all agency executives on a quarterly basis.  The Assistant Secretary overwhelmingly approved the workplan proposal.

I established individual meetings with office directors to present the plan and establish mutually agreed timeframes for completing workplans. I advised office directors, regional administrators and their senior staff on the plan development process.  I recommended suggestions on performance measures.  I evaluated the workplans and brought additional peer review and assistance to plans with growth potential.

The workplan process had significant impacts in the field, where regional offices had a clearer understanding of headquarter expectations and could re-direct appropriate resources to achieve agency results.  More importantly, all ten regional offices had the same performance measures to focus their work and accomplishments, which assured that more offices achieved the corporate targets.  For fiscal year 2000, agency office directors incorporated the workplan process into their performance agreements with the Assistant Secretary, linking the process with formal accountability and rewards.

I received a “Special Act Award for Leadership in FY’ 00 Strategic Planning” for my contribution to improving results in the Administration for Children and Families. 

Business Acumen

Over the last year, I have been responsible for leading the transformation of the agency’s competitive sourcing program, which requires a sophisticated understanding and strategic application of human capital and acquisition management principles.  During a quarterly progress assessment of the President’s Management Agenda, my agency received the lowest rating (“red” score) in the competitive sourcing initiative at the end of Fiscal Year 2002 for not meeting government-wide targets.  The red rating not only jeopardized agency credibility, but more importantly risked future federal administration funding based on progress in the Administration’s management reform agenda.

During the following months, I elevated competitive sourcing as an agency priority.  I successfully advocated for and obtained staff and financial resources to implement a comprehensive competitive sourcing program. I cultivated a strong working relationship with Departmental officials, proactively contributed to Departmental initiatives (e.g., volunteered to participate in Government Accounting Office competitive sourcing reviews), and initiated partnerships with other HHS agencies to establish consistent HHS standards for defining inherently governmental and commercial positions in accordance with the Federal Activities Inventory Reform (FAIR) Act.  I requested, obtained funding and managed a contract to conduct the agency’s public-private competitions.  The contract demonstrated our commitment to objectivity and integrity in the cost comparison study process the agency was undertaking.

Under my leadership, ACF re-shaped its competitive sourcing plan to align with the agency’s strategic management of human capital, prioritizing public-private competitions based on organizational mission and workforce requirements.  When two competitive sourcing studies resulted in outsourcing training and facilities services, I developed the management strategy for effectively communicating with the Union and affected employees.  I was responsible for the employee placement plan and utilized personnel flexibilities to achieve win-win options, including requesting and receiving Office of Personnel Management (OPM) approval for buyout authority. I also led the outsourcing acquisition strategy and brokered the transition of existing and new contracts among three separate federal procurement offices.  As a result of my initiative to institutionalize a competitive sourcing program, the agency anticipates $650,000 cost savings over five years.

Over the course of Fiscal Year 2003, ACF went directly from a red rating (the lowest) to three consecutive green quarterly ratings (the highest).  In contrast to previous performance, ACF became the first HHS component to reach the Office of Management and Budget (OMB) competitive sourcing target two quarters early – before the fiscal year deadline. For my achievement, I received a Special Act Award from the Assistant Secretary who noted: 

“…Thank you for your leadership and hard work to be the first operating division in HHS to achieve its competitive sourcing goal in support of the President’s Management Agenda.  Going from last place to first place in six months is quite an achievement!...”

My technical understanding of competitive sourcing policy (OMB Circular A-76) and human resources combined with my ability to communicate a vision, collaborate across organizational boundaries and strategically focus on outcomes transformed the agency into a model competitive sourcing program and ensured high-impact results.

During my tenure in agency field operations, I served as a senior advisor on information technology, representing regional senior executives and 750 staff on agency technology policy and investments.  As a result of my leadership role and technical expertise, I served on national agency committees to shape information resource policy, investments and applications.

As part of an internal communication strategy at the Administration for Children and Families (ACF), I led a team to build the agency's first intranet – a central web site for posting, accessing and exchanging all internal information for 25 offices with 1,600 Federal staff.  While technically proficient in web design, I knew the greatest strengths I brought to the project were my ability to translate technical systems and information to multiple audiences, to manage technological and human resources in a team context, and to leverage technical and program staff expertise to maximize the project result.

I evaluated project personnel requirements and built a cross-cutting team based on technology and program experts.  With a team of ten staff, we agreed to build an intranet within six months for presentation to agency principals.  I created a team project plan, assigned activities to team members and monitored progress and milestones.  I convened the team on a weekly basis with results-driven agendas based on the project plan.  The team developed and continuously improved the site based on needs assessments with offices and the agency web group.  Under my leadership, the project was completed on time utilizing existing resources.  I presented the intranet to agency executives and received approval for expansion.  Within the year, the intranet site grew by 50%. The intranet project I led brought more than just a new tool to our workplace, it ushered in a new organizational culture based on information and a new perspective on work practices and employee skills for the 21st century.

In another project, I led a national team of fifteen deputy regional administrators and information technology managers to assess corporate technology needs and strategically plan for future capital investments. 

Regional technology capacity was diminishing as the agency budget slightly decreased, funding for technology was de-centralized and attenuated in the regions, technology investment was inconsistent across regions and the half-life of technology rapidly diminished the efficacy of earlier investments.  Continuing along the same path – without a consistent technology investment strategy  - would impact the regional ability to accomplish mission-critical work. The regions needed a corporate approach to assess technology requirements across regions, develop common standards and identify strategies for bringing all regional offices to a level playing field. 

I guided the team to develop a regional technology needs assessment.  I requested regional administrative officers to develop regional technology budget projections based on the assessment.  I prioritized requests and gained consensus from the team on the ten most needed technologies across all regional offices.  I then developed a corporate regional budget that I submitted to the Director of Regional Operations and to the agency Chief Information Officer and Chief Financial Officer.  The budget was value-added because it identified multiple technology funding sources, including the agency Information Technology Review Board, program dollars and individual regional office budgets.  Agency senior executives used the assessment to prioritize regional technology needs during critical budget deliberations.  At the end of Fiscal Year 1999, the top five regional technology needs across the board had been met in all ten regions, allowing the field to improve its communication interface with customers, make information more accessible to improve decision-making and more efficiently leverage technology to achieve its program mission.

Building Coalitions/Communications
I have built coalitions at the international and national levels – across disciplines - to arrive at mutually agreed objectives and to achieve results through partnerships.

Internationally, as part of an executive developmental assignment in the Office of International Health Affairs, I led an effort to build an official organizational relationship with the US Mexico Border Health Commission, the only bi-national commission chartered by Congress and co-chaired by the U.S. and Mexico Secretaries of Health. I shaped the agency’s message content in its first official meeting with the Commission and Mexican delegates to ensure that the event resulted in mutually agreed action goals to improve health conditions on both sides of the U.S.-Mexico border.  The Secretary of Health and Human Services (HHS) was relying on the agency to serve as the primary lead for achieving HHS’ results on the border.

I initiated a meeting with the agency Administrator to discuss agency strategic goals and priorities for the bi-national Commission meeting.  My objective was to demonstrate and communicate that the agency and Commission both shared a similar vision for ameliorating health conditions along the border. I briefed agency bureau directors (SES level) on their roles and presentations for the Commission in four theme areas – access and workforce, maternal and child health, infectious disease and chronic disease. I mobilized a national, agency-wide border health working group to prepare briefing papers for the Commission, focusing on the agency’s contributions to the border.  I drafted remarks and provided guidance to Office of Communications staff for the Administrator’s opening address at the Commission meeting.  I influenced the Administrator to integrate geospatial mapping data to quantifiably inform the border health discussion and guided the technology staff on geospatial data deliverables. I participated as a senior agency official at the bi-national US-Mexico Border Health Commission meeting, comprising State Secretaries of Health and Congressionally appointed health professionals.  The bi-national meeting successfully established for the first time three agreed priorities for the agency and the Commission to jointly address on the U.S.-Mexico border – a cross-border immunization initiative, additional community clinics and health professionals in underserved areas and geospatial data collaboration to improve resources and response on the border.  The agreements were the first set of concrete, mutually agreed commitments between the bi-national commission and a U.S. federal agency.  

Building an agency-specific relationship with the U.S, Mexico Border Health Commission required a sophisticated understanding of bi-national politics, skilled diplomacy and an ability to work across organizational boundaries and build coalitions within and across HHS, HRSA, and Congressionally appointed Commission members.  Engaging in these relationships required an ability to interact, represent and make commitments at the highest levels of government.

At the national level, my leadership role in a labor/management team represents my ability to assess needs, identify solutions, influence decisions and bring differing parties to consensus.  I was appointed as one of four management officials to a negotiation team to agree on the criteria, policies and design of a flexiplace (i.e., telecommuting) pilot for 900 headquarter employees.  I was selected from a field of candidates because of my experience implementing and evaluating flexiplace in ten regional offices at the request of the Assistant Secretary; moreover, I was certified in dispute mediation and group facilitation and could manage the diverse dynamics of Union negotiations.

The agency had delayed implementation of a flexiplace program as agreed in its collective bargaining agreement with the Union.  Further delays to establish a program or impasse in negotiation could render an unfair labor practice and send the agency to arbitration.

As the team convened, our most challenging work was establishing solid criteria for staff participation. Early on, the Union advocated priority preference based upon seniority; their interest was to advocate on behalf of bargaining unit members who represented long-term career employees.  Management’s interests were to utilize the pilot to promote family friendly practices and assess the impact of telecommuting across a wide range of staff across the agency.  

My objective was to develop selection criteria which would meet both labor and management’s interests.  

Over the course of multiple meetings, I collected feedback from management colleagues and listened to the underlying interests of labor representatives.  Upon assessing the competing interests and assessing workforce data, I developed a set of criteria which clustered staff within three eligible bands based on service computation dates: band 1 (1-15 years of service), band 2 (16-25 years of service) and band 3 (26+ years of service).  I presented my proposal to the other management officials who embraced the recommendation and then offered the proposal to the full labor/management team for consideration.  I identified how it met mutual interests by using a length of service framework favored by labor, while including more employees through different length of service bands favored by management.  I further articulated that more inclusive eligibility criteria could further enhance the Union’s appeal, perhaps increasing membership enrollment, to a wider agency audience. 
I developed a proposal based on labor and management mutual interests, which allowed for diverse participation across headquarters staff.  The full team reached consensus on my proposal and we incorporated it into the final pilot guidelines and the training materials.  I guided the team so that labor and management officials worked collaboratively to develop an agency presentation.  I led the team in a joint labor-management presentation of the flexiplace proposal to agency executives.  Agency executive staff approved the team’s pilot guidelines and implementation strategy.

The success of our labor/management collaboration is demonstrated by the absence of grievances over a nine month pilot participant selection and implementation period.  Our efforts were recognized with the most distinguished team recognition, the “Assistant Secretary’s Team Award for Excellence.”  The pilot’s success led management and labor to establish a permanent, expanded flexiplace program.  As part of a recent national quality of worklife survey, employees gave the agency high marks for supporting family-friendly policies.  The Assistant Secretary attributed the ranking, in part, to the creation and continuance of a flexiplace program.
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