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Cultural Transformation Action Plan
Grain Inspection, Packers and Stockyards Administration (GIPSA)
April 29, 2011
Updated: August 10, 2010 
[bookmark: _Toc299534371]Introduction

GIPSA’s mission is to facilitate the marketing of livestock, poultry, meat, cereals, oilseeds, and related agricultural products, and promote fair and competitive trading practices for the overall benefit of consumers and American agriculture. 
During fiscal year 2010 GIPSA’s work force included 805 employees. Of the 805 employees, 34.04% (274) were women, 38.26% (308) were minorities [Black or African American 29.56% (238), Hispanics 3.11% (25), Asians 2.86% (23), American Indian/Alaska Natives (AI/AN) 1.49% (12), and Two or More Races 1.24% (10)].  GIPSA’s total workforce classified as having a reported disability was 4.10% (33). The percent of employees with targeted disabilities totaled 0.12% (1). The Federal High rate is 2.27%. 

[bookmark: _Toc299534372]Background

On September 21, 2009, Secretary Vilsack issued a “call to action” to USDA’s senior leadership to culturally transform USDA from a business-oriented perspective.  Cultural Transformation at USDA is based upon the premise that how well we serve our customers, their level of satisfaction, and the results produced by our delivery processes is directly related to how well our organization is a representation of those we serve and how well we understand the vast array of cultural differences they represent.  To create an environment that is responsive to the demographic and cultural changes occurring in our Nation and in our workforce, we must look at how we perform our tasks, serve our customers, and transform our beliefs, attitudes, and perceptions about differences between employees, customers, and stakeholders.

GIPSA’s senior leadership shares the Secretary’s commitment to Cultural Transformation and has developed this Action Plan building upon the Department’s guidance.   It utilizes information learned through the Federal Employee Viewpoint Survey; a recent Organizational Assessment Survey; and the Marketing and Regulatory Program’s Management Review.  It establishes initiatives that focus on the Diversity Roadmap;  Labor Relations Partnerships; Process Improvement; Leadership Development; Employee Development; Talent Management; Customer Focus and Community Outreach; and a Communication Plan.

[bookmark: _Toc299534373]Action Plan

1. [bookmark: _Toc299534374]Diversity Roadmap (includes inclusion, recruitment and retention, work-life balance, and the USDA Student Internship Program)

Measurable goal 1: Inclusion--Increase the representation of women, minorities, persons with disabilities by using the using the MD 715 to conduct workplace analysis to identify areas of under representation within GIPSA.

Action Strategy 1: Analyze MD 715 to identify underrepresented groups 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Reviewed 5/30/2011 and monthly thereafter 


	Percentage of underrepresented groups that were hired on a monthly basis.

	Civil Rights Staff
	GIPSA management and hiring officials 



Measurable goal 2: Recruitment---Establish and implement strategies to increase recruitment pool and hiring of individuals that are veterans, have targeted disabilities, and groups that have been identified as underrepresented within GIPSA. 

Action Strategy 1: Increase the representation of women by 12%, and minorities (does not include African-Americans) by 8%.
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Reviewed 5/30/2011 and monthly thereafter 


	Percentage of underrepresented groups that were hired on a monthly basis.
	Civil Rights  Staff, Special Emphasis Program Managers 





	Hiring officials  



Measurable goal 3: Foster employee retention  
Action Strategy 1: Analyze baseline information and develop strategies to address retention. 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Fall 2011 
	Data from Employee Viewpoint Survey and GIPSA Organizational Assessment Survey regarding employee recognition, promotions, training and other career development/advancement opportunities.  Evaluate data received from the exit interview process. 
· Satisfaction rates under “My work Experiences” and “Satisfaction” sections of the Federal Employee Viewpoint Survey
· Compare 2010 and 2011 survey results

	Civil Right Staff 
	All employees 




Measurable goal 4: Support USDA Student Internship Program

Action Strategy 1: Maintain summer internship 2010 hiring levels for Fiscal Year 2011
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Summer 2011
	Percentage of interns converted to permanent appointments and/or
2010 and 2011 hiring percentages

	Civil Rights Staff





	GIPSA management and hiring officials





Measurable goal 5:  Work Life Balance---Promote work life programs that improve employee health, morale, and productivity. 

Action Strategy 1:  Support telework program for eligible employees by  maintaining 93% participation rate in telework program for eligible employees. 

	Timeline
	Metric
	Responsible team members
	Level of engagement

	Ongoing




	Participation rate of eligible employees in telework program. 

	MBS



	All eligible employees



	Fall 2011
	
· Satisfaction rate of employees with the Work/Life programs shown in the Federal Employee Viewpoint Survey
· Compare 2010 and 2011 survey results

	MBS
	All employees



Action Strategy 1:  Support other work life programs (i.e. EAP program, free physical program, and clothing program) 

	Timeline
	Metric
	Responsible team members
	Level of engagement

	Ongoing




	Participation rate of eligible employees in work life programs. 

	MBS



	All eligible employees



	Fall 2011
	
· Satisfaction rate of employees with the Work/Life programs shown in the Federal Employee Viewpoint Survey
· Compare 2010 and 2011 survey results

	MBS
	All employees



2. [bookmark: _Toc299534375]Labor Relations Partnerships – (ensures processes are in place to include labor unions in decision making and policy development).

Measurable goal 1: Implement President’s Executive Order 13522 

Action Strategy 1: Establish and maintain Labor Management Forum 
	Timeline


	Metric


	Responsible team members

	Level of engagement



	Quarterly 
[Charter finalized February 2011]
	· Meetings to review progress in meeting charter metrics.
· Increased or improved charter metrics 
· Increase in the average percent positive score of the employee viewpoint survey
	GIPSA’s Labor-Management Forum
	Agency management and union leadership (representing all bargaining unit employees)




3. [bookmark: _Toc299534376]Process Improvement - (provides action strategies to improve organizational efficiency and effectiveness).

Measurable goal 1: Utilize modern technology to improve timeliness of reporting shiphold exam results to applicants for service

Action Strategy 1: Create task force to investigate current method and recommend improvements to FGIS management by December 2011
	Timeline
	Metric
	Responsible team members
	Level of engagement

	May-December  2011 
	Issue report of findings provided to management by December 2011.


	GIPSA’S Labor Management Forum
	GIPSA’s Federal Grain Inspection Service’s management and employees (inspectors), as represented by the union.  U.S. grain industry




Measurable goal 2: Improve data transfer from rice mills to the field office for certification

Action Strategy 1: Utilize Lean Six Sigma to identify best method to transfer certification information electronically
	Timeline
	Metric
	Responsible team members
	Level of engagement

	May 2011-Oct 2012







	Identify process improvement solution through Lean Six Sigma by October 2012.
	Karen Guagliardo
Marianne Plaus
Mark Wooden
Robert Krouse
Sandra Metheny
Stuttgart Field Office Staff
	GIPSA’s Federal Grain Inspection Service’s employees, U.S. rice industry



Measurable goal 3: Improve the timeliness and efficiency of the process used by Policy & Litigation Division (PLD) and OGC to review P&SP cases, determine appropriate enforcement action on their legal merits, and successfully close these cases

Action Strategy 1: Address backlog of Packers and Stockyards Program (PSP) enforcement cases at the Office of the General Counsel (OGC) by implementing a more efficient and effective process at PSP PLD and OGC by using Lean Six Sigma. 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	June, 2011 - January 2, 2012 







	
Implement improvements by December, 2011
	
OGC/PLD Process Improvement Team
	General Counsel’s Office and OGC’s Trade Practices Division

Packers and Stockyards Program Deputy’s Office and PSP’s Policy and Litigation Division



4. [bookmark: _Toc299534377]Leadership Development – (Includes strategies to improve leader accountability and effectiveness.)
 
Measurable goal 1: Enhance leadership abilities of managers and supervisors


Action Strategy 1: Provide leadership training to new supervisors.

	Timeline
	Metric
	Responsible team members
	Level of engagement

	September 30,2011
	

	Caroline Thorpe/ Rosemary Mayne
	New supervisors 





Action Strategy 2: Ensure completion of 360 Assessments of current managers and supervisors
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Biennially 
	95 percent completion rate of all managers and supervisors biennially.

Increase in the average percent positive score of the employee viewpoint survey 
	Caroline Thorpe Rosemary Mayne
	All employees   



Action Strategy 3: Develop report of 360 Assesment data to identify leadership training needs
	Timeline
	Metric
	Responsible team members
	Level of engagement

	November 2011
	Present report to management by November 2011


	Caroline Thorpe
	All employees 



Measurable goal 3: Provide managers and employees with tools to be successful in performing assigned and future roles and responsibilities  
Action Strategy 1: Improve Results of Employee Viewpoint Survey and Organizational Assessment Survey relative to leadership. 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Fall 2011
	Increase in average percent positive score of Employee Viewpoint Survey (EVS) questions relative to leadership 
	Caroline Thorpe
Lisa Fyall
	All employees



Measurable goal 4: Increase leadership accountability

Action Strategy 1: Include a Cultural Transformation Standard in Performance Plans		
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Fiscal year 2012 performance 
Fourth quarter FY 2011

	Include a Cultural Transformation standard in Performance Plans of all employees by June 2011.

Increase in the positive average percent positive score of the employee viewpoint survey in questions  
	Irene Omade
Lisa Fyall 
	All leadership, supervisors and managers, and other staff and applicable employees




Action Strategy 2: Ensure Performance Management Accountability	
	Timeline
	Metric
	Responsible team members
	Level of engagement

	September 30, 2011
	Include performance management element in performance plans of all supervisors and managers 

	Irene Omade
Directors
	Managers and supervisors 



Action Strategy 3: Increase Results-Oriented Performance Culture Index		
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Fall 2011
	
Federal Employee Viewpoint Survey
shows increased satisfaction in the areas covered under the results-oriented performance culture index

	MBS and GIPSA Senior Leaders 
	MBS and GIPSA leadership



5. [bookmark: _Toc299534378]Employee Development – (Ensures access, quality, and effectiveness of training and development for employees).

Measurable goal 1: Identify training needs through the utilization of Individual Development Plans (IDP).

Action Strategy 1: Ensure 95 percent of employees complete an IDP.
	Timeline
	Metric
	Responsible team members
	Level of engagement

	May 2011-
July 31, 2011
	Percent of employees with Individual Development Plans 
	Caroline Thorpe/
Rosemary Mayne
	All employees



Action Strategy 2: Develop IDP Report for Management
	Timeline
	Metric
	Responsible team members
	Level of engagement

	October 30, 2011
	Complete briefing of employee developmental needs based on GIPSA IDP data by October 2011.

	Caroline Thorpe Rosemary Mayne

	Training Office, CDTOs, and Management



Measurable goal 2: Promote and advance Leadership Development Program

Action Strategy 1: Engage alumni of leadership training programs from 2008 and 2010 in two special Organizational Assessment Survey projects to ensure continued development and support succession planning.
	Timeline
	Metric
	Responsible team members
	Level of engagement

	September, 30 2011
	 Engage LDP graduates in the two projects
	Caroline Thorpe Rosemary Mayne

	Training Office and GIPSA Management



Measurable goal 3: Facilitate understanding of Cultural Transformation

Action Strategy 1: Deliver awareness training to all employees by webcast.
	Timeline
	Metric
	Responsible team members
	Level of engagement

	September 30, 2011
	
	Training Office Representatives from MRP
	All employees  



6. [bookmark: _Toc299534379]Talent Management – (provides recognition and awards for the achievement of business needs and goals).

Measurable goal 1: Improve Talent Management
Action Strategy 1: Ensure Talent Management Requirements are met
	Timeline
	Metric
	Responsible team members
	Level of engagement

	April 30 and Oct 30 2011
	Maintain 90% for annual evaluations and mid-year reviews completed within established timeframes for eligible employees.

	Irene Omade
All supervisors
	All employees 



7. [bookmark: _Toc299534380]Customer Focus and Community Outreach – (ensures ongoing efforts are made to assess customer needs and involves customer input for decision making).

Measurable goal 1: Improve sorghum grading accuracy

Action Strategy 1: Work with grain industry stakeholders to improve sorghum odor line determination
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Sept  2009 – Jan 2012 
	Establish acceptable line of “storage musty” odor to be used consistently as an aid by official grain inspectors across the United States by January 2012.

	Dave Funk
Dave Lowe
	GIPSA’s  FGIS Managers , FGIS Grain Inspection Advisory Committee, grain sorghum industry, academia (Kansas State University), and FGIS grain inspectors 



Measurable goal 2: Improve customer satisfaction

Action Strategy 1: Provide electronic survey to a randomly selected sample of FGIS customers 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Every 2 years
	Customer satisfaction rate
	Idelisse Rodriguez
	GIPSA’s Federal Grain Inspection Service’s applicants for service



Measurable goal 2: Improve internal processes

Action Strategy 1: Use employee based Change Control Working Groups to solicit recommendations for change to improve processes

	Timeline
	Metric
	Responsible team members
	Level of engagement

	Ongoing – groups meet quarterly
	Address 75% of change requests by the end of each calendar year. 
	FGIS and P&SP Management
FGIS Change Control Working Groups
P&SP Change Control Working Groups 

	All employees 





8. [bookmark: _Toc299534381]Communication Plan – (regularly shares information with the workforce via newsletters, town hall meetings, etc., to ensure that information reaches across all levels of the organization, such as MyUSDA, Cultural Transformation web site, or other methods).

Measureable goal 1: Utilize a variety of communication approaches to share information and emphasize Cultural Transformation 
Action Strategy 1: Include communication plan as part of Cultural Transformation Training
	Timeline
	Metric
	Responsible team members
	Level of engagement

	May 2011
	Develop communication Plan by August 2011

	MRP Training Reps from AMS, APHIS, GIPSA
	MRP agency management and training reps



Action Strategy 2: Present overview power point to field and regional offices 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	October 2011
	Number of field and regional offices to see overview 


Increase in the average percent the  positive score of the employee viewpoint survey 
	John Pitchford 
Field and regional office managers 
	Field and regional employees 



Measurable goal 2: Communicate monthly to all of GIPSA employees

Action Strategy 1: Distribute monthly Newsletter
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Monthly 
	Delivery of newsletter as scheduled; feedback on effectiveness and contributions to newsletter content is encouraged within the newsletter.

Increase in the average percent positive score of the employee viewpoint survey 
	Chief of Staff acts as editor; Senior staff provide cover articles and other content
	Every employee and retirees that desire to receive a copy



Measurable goal 3: Schedule regular meetings to communicate and receive feedback on GIPSA operations

Action Strategy 1: Hold weekly meetings (senior management, P&SP teleconference and FGIS teleconference)
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Weekly 
	Weekly staff meetings; include time for each participant to provide feedback and opinions as part of the meeting.
	GIPSA management
	Participation includes the heads of the relevant divisions



Action Strategy 2: Hold all-employee meetings (P&S Specific) 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Annual 
	Meeting with all employees
	Senior managers
	All Packers and Stockyards Employees 



Measurable goal 4: Preserve customers’ confidence in GIPSA’s mission and services
Action Strategy 1 – Inform customers of GIPSA’s available services through diverse outreach activities. 
	Timeline
	Metric
	Responsible team members
	Level of engagement

	Ongoing  - yearly






	By the end of each fiscal year, participate in 5 outreach activities, such as student workshops and tours of our facilities.

	FGIS and P&SP Management

	FGIS  and P&SP employees
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