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D I R E C T O R ’ S
C O R N E R

Marsha Wiggins, HRD Director 

                                               Happy March! 
                             The New Year has begun with good news—we have 

  a budget, the moratorium on giving awards is over and 
 Congress passed the Farm Bill. That’s good news all around – for 

 both employees and managers alike. Well, I want to add to that good 
      news by reminding you about some great developmental programs 

 offered in MRP.   

      One example is your Agency’s mentoring program. This past January was National 
Mentoring Month during which the concept of mentoring was promoted across USDA. 
While each MRP Agency maintains its own unique mentoring program, they share some 
similarities. For example, mentoring is about listening and talking with one’s protégé in 
order to share personal knowledge and provide advice gained through experience. It is 
more a matter of providing guidance and direction to individuals who may be less 
seasoned than the mentor.   

In contrast, coaching is quite different. Both techniques can help managers engage with 
employees, but coaching is really more about asking questions and offering reflections in 
a manner that helps the employee uncover their own wisdom and answers.  Coaching is 
less about giving advice than helping others achieve understanding based on their own 
knowledge and experience.  Well-developed coaching skills can help managers effectively 
engage and empower staff, and improve organizational performance by helping 
employees devise their own solutions and plans for action.  

I have worked with several executive coaches and can tell you that the value that I 
received from each experience was tremendous.   There is a constant probing of ideas – 
your own ideas—and the coach forces you to think about your approaches. A coach won’t 
tell you step by step how to resolve an issue based on their experience.  Rather, they 
force you to uncover what needs to be done to reach your desired outcome.  The 
coaching experience made me think strategically about where I wanted to be, and helped 
me to outline the steps necessary to get there.   It is a technique that I still use today. If 
you are a supervisor or manager responsible for Cultural Transformation, succession 
planning and/or implementation of new mission goals and objectives, coaching can be 
very helpful to you. 

The HRD Center for Training and Organization Development has a Sharepoint site that 
lays out how supervisors and managers can obtain a coach, and lists the various courses 
available to help build coaching skills. You can access all of the information here: 
https://ems-team.usda.gov/sites/aphis-svc-ctod/SitePages/Coaching.aspx 

If you have questions concerning coaching please contact Carol Roller at 301-851-2892 or 
via email at carol.a.roller@aphis.usda.gov  

Whether you are interested in mentoring or coaching, I encourage you to take advantage 
of the programs and training available for each. They represent two very powerful tools to 
help you in your career development efforts. 
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HRD - Employee of the Quarter (EOQ) is designed to highlight those individuals, or groups of employees,  
who exemplify the Division’s values of Excellence, Professionalism, Customer Service, and Diversity and 

Inclusion. Full program details are available at this site: http://inside.aphis.usda.gov/mrpbs/hr/eoq.shtml

Quarterly winners will be chosen from those employees nominated for the award by 
Customers, Peers, and Supervisors throughout MRP. 

If you have any questions concerning the program or process, 
please direct them to Terry Zietlow at 612-336-3372.  

HRD Employee of the Quarter(EOQ) 

In APPRECIATION of your professionalism and excellence which contributed to 

compliance with a complex and sensitive decision rendered in an eeo case.  

Pam clark * Peigi enzler * Laura frantes 

Martha gravagna * Cindy hadlich 

In APPRECIATION of your contributions to the mrp empowhr 

customer user acceptance testing (CUAT). 

NANCY BRADFORD * EMILY CARLSON * FAITH DIETZ 

LORIE GLEASON * AMBER KIEL * KIM KILDE * TOM LEHNEr  

DARCY LONG * VALERIE NAILI * STEPHANIE NELSON * BETHANY O’DAY 

JANET RAMAKER * HEATHER SCHULDT * NANCY VARICHAK 
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It’s not too early to prepare for Mid-Year Progress Reviews! 
By Gwen Montgomery (Gwen.Montgomery@aphis.usda.gov, 301-851-2928) 

HOME 

Supervisors and employees should maintain ongoing, two-way communication throughout 
the entire performance cycle. These conversations are crucial for accomplishing program  
goals and employee performance expectations, and may ease anxiety often associated  
with mid-year performance review meetings.  Employees are also encouraged to prepare  
and submit summary reports to supervisors to ensure their accomplishments are captured  
for their mid-year performance review.  
 
Guidance for preparing accomplishment reports and other performance management information can be found 
on the Intranet at http://inside.aphis.usda.gov/mrpbs/performance_management/performance_appraisals.shtml 
Items posted on the webpage include USDA and MRP Directives, performance management calendar, 
accomplishment report tip sheet, and other helpful guides and web links for both supervisors and employees.   
For additional information, please contact Gwen Montgomery at (301) 851-2928 or via email at 
Gwen.Montgomery@aphis.usda.gov. 

The midpoint of the FY2014 performance cycle is March 31, 2014.  Supervisors and 
managers must conduct mid-year performance reviews with all eligible employees.  
All MRP mid-year performance reviews must be certified as complete no later than 
May 2, 2014.  

Recruiting and Retaining Top Talent 
By Nella Roberts(Nella.Roberts@aphis.usda.gov, 301-851-2910) 

Recruitment, relocation, and retention incentives (3Rs) are compensation flexibilities available to help Federal 
agencies recruit and retain a world-class workforce. They are used when it has been determined that a position 
is likely difficult to fill or to retain an employee without the use of the incentive. Depending on circumstances, 
these incentives can be offered on an individual or group basis.  When considering offering any incentive, pay 
special attention to Division/Program/Agency and/or OPM imposed limits on spending caps. 
  
A recruitment incentive is used to attract a newly appointed candidate to Federal service.  A relocation incentive 
is used to entice a current employee to relocate and accept a position in a different geographic location.  In both 

Continue to page 4 “Recruiting and Retaining Top Talent”… 

instances the decision to pay an incentive must be 
made prior to the employee entering on duty. When 
using a recruitment incentive, it is highly 
recommended that the use of an incentive be 
included in the vacancy announcement to help attract 
top talent.  
  
Each incentive requires a written justification and the 
completion of the AD-1074/1073. It is best to build in 
at least 45 days lead time to allow for the review and 
approval process as illustrated on the next page. 
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Step  Who? Does what? 

1 Requesting 

official (first 

level supervisor) 

 Works closely with Human Resources Operations, Minneapolis, to develop a 

written justification and complete necessary paperwork. 

 Forwards the package to the recommending official. 

2 Recommending 

official (Deputy 

Administrator) 

 Reviews and signs package. 

 Forwards the signed package to the deciding official. 

  

3 Deciding Official 

(Administrator) 

 Reviews package.  

 Approves/disapproves the request. Approved packages along with a signed SF-52 

are forwarded to the HRO. Disapproved packages are returned to the requesting 

official. 

4 HRO  Reviews the package for adherence to policy and regulations. 

 Notifies the Program if any additional paperwork is needed. 

 Processes the paperwork. 

All paperwork must be must be completed and forwarded to the HRO office in  
Minneapolis prior to the employee’s entrance on duty. A checklist has been  
developed to assist supervisors and is found in the Human Resources Desk Guide  
(HRDG) Subchapter 4500, Recruitment and Retention Incentives. See: 
http://www.aphis.usda.gov/wps/portal/aphis/ourfocus/business-
services?1dmy&urile=wcm%3apath%3a%2Faphis_content_library%2Fsa_our_focus%2Fsa_business_services%2
Fsa_publications%2Fsa_hr_desk_guide%2Fsa_hrdg_4500%2Fct_4500_toc.  
  
A retention incentive is used to retain an employee with unusually high or unique qualifications or when there 
is a special need for a Program to retain the employee and in the absence of such an incentive the employee 
would be highly likely to leave Federal service.  As with the other incentives, the initial step is for the first level 
supervisor to work closely with HRO while preparing the paperwork. Remember to build in at least a 45 – 60 
days lead time for the review and approval process.  The Department alone requires that the package be 
submitted at least 30 days in advance of the proposed effective date.  Upon completion of the paperwork, 
forward the package to the recommending official, the Administrator. If the Administrator recommends the use 
of the incentive, then s/he signs and forwards the package to HRO for submission to the Assistant Secretary for 
Administration, USDA, who is the approving official.  HRO will notify the Program of the Assistant Secretary’s 
decision. 
  
In all cases, when considering offering an incentive to a current or prospective employee, remember to: 
• Engage your servicing Human Resources office early on in the decision-making process to offer an incentive 

as they will be able to guide you through the process and answer any questions.  They will advise you on 
other staffing options that may be available or more appropriate. Lastly, they will advise on the needed 
forms, written justifications, and approval process.  

• Pay special attention to the recommending and approving official levels and build in lead time to allow for 
the review and approval process. 

• Utilize the HRDG. Subchapter 4500, Recruitment and Retention Incentives. It contains the policy and 
regulatory information on incentives in an easy-to-read format. 

• Consult with your Resource Management Staff to determine if the dollar amount you are considering 
offering complies with any Division, Program, Agency, and/or OPM imposed limits. 

  

Continued from page 3 
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Interest Based Bargaining 
By Joanne Adams (Joanne.B.Adams@aphis.usda.gov, 301-851-2942) 

HOME 

What is Interest Based Bargaining? 
 
Known by many names, Win-Win Bargaining, Mutual Gains, Principled or Interest-Based Problem Solving, 
Interest Based Bargaining (IBB) is a different way to negotiate. IBB offers parties more flexibility than traditional 
bargaining by using a process that begins with understanding the problem and identifying the interests that 
underlie each side’s issues and positions.  In the right situation, IBB is an alternative to traditional positional 
bargaining with a process of joint problem-solving. IBB assumes that mutual gain is possible and that solutions 
which satisfy mutual interests are more durable.  The parties work together to help each other achieve a 
positive result. 
 
The Goals and Principles of IBB 
 
There are three fundamental goals of IBB.  The first goal is to reach a lasting and satisfying agreement for both 
parties.  Parties who participate in IBB have learned that agreements tend to address issues in more depth than 
those reached using traditional position bargaining.  The results  usually go beyond immediate issues to address 
longer term interests and concerns.  The second goal is to be efficient and fair in the process.  The IBB process is 
designed to identify the interests of both parties early on and identify possible solutions that address both 
parties’ concerns.  Solutions are arrived at through the consensus of everyone participating in the process.  The 
third goal of IBB is to maintain a good relationship between the parties.  IBB is a collaborative process and 
success relies upon a trusting relationship between the parties.  The IBB process is designed to leverage the 
relationship and build upon it. 
 
The success of IBB relies on the parties adhering to the  
six principles that govern the IBB model:  
• Share relevant information.  
• Focus on issues, not personalities.   
• Focus on the present and future, not the past. 
• Focus on the interests underlying the issues.  
• Focus on mutual interests. 
• Use objective criteria to evaluate options.  

 
The IBB Process 
 
The key difference between traditional position bargaining and the IBB process is that there are no 
predetermined bargaining positions and proposals in IBB.  Unlike traditional bargaining, IBB makes drafting of 
contract language, the last step in the process.  Therefore, IBB has a very distinct process that includes five 
steps:  
1. Identify Issues and Problems – The first step requires both parties to identify those specific areas that 

either requires change or presents opportunities for improvement.  
2. Identify Interests – The next step identifies your interests in connection with the issue.  Positions are the 

concrete things you want, but behind your positions are your interests.  Interests are your concerns, needs, 
or desires behind an issue.  You discover your interests by asking why the issue is being raised.  What is the 
problem that needs to be solved or concern you are trying to address? 

 
Continue to page 6 “Interest Based Bargaining”… 
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Continued from page 5 

3. Identify Potential Solutions – The next step is to generate ideas to solve the 
       problem.  The most common way  to identify possible solutions to a problem  
       is by “brainstorming.” The objective is to elicit the maximum number of  
       possible solutions to the issue.  The parties would then work together to  
       consolidate and cluster similar or related ideas for easy review.  
4. Evaluate and Select Potential Solutions – When the parties have run out of  
       new ideas to add to the possible solutions list, they move on to evaluating 
       the list and discussing the various solutions in light of the interests they have  
       identified. It is important that the parties use objective criteria to evaluate  
       possible solutions.  When a solution has been identified, the parties should  
       come to a consensus that a particular solution is best and meets the parties’   
       interests. 
5.    Draft Contract Language – Once there is agreement, the final step is to draft  
        contract language based on the agreed upon solution. 

 
Advantages/Disadvantages of IBB 
 
Parties who have used IBB recognize there are several advantages over traditional positional bargaining.  Some 
of those advantages include: 
 
 Agreements tend to last longer and are more satisfying because they tend to address issues in more depth 

than those reached using traditional bargaining techniques. 
 Solutions that come out of the IBB process usually go beyond the immediate issues to address longer term 

interests and concerns. 
 The labor/management relationship can be enhanced. 

 
Likewise, parties also recognize that IBB has disadvantages and may not be the right process to use for every 
issue.  Some of the disadvantages include:  
 
 IBB requires initial training that can take up time prior to starting negotiations.  Therefore, IBB should not be 

used when there are tight time constraints for negotiations.  
 If all participants cannot accept the principles and assumptions that underlie the IBB process, it is highly 

unlikely that they will be able to follow the steps and use the techniques during negotiations successfully. 
 IBB is process intensive and can lead to lengthy discussion and long-running negotiations. 

If you would like more information about Interest Based 
Bargaining, please contact Joanne Adams, 301-851-2942; 
Joanne.B.Adams@aphis.usda.gov . 

 
IBB is a useful negotiation tool that can provide considerable 
advantages to negotiators, if it is used as it is intended, with 
issues that are well suited to its techniques.  However, IBB does 
not always work well and can be undermined by participants 
who have not fully accepted the model’s principles. It is also not 
unusual for parties to use a hybrid that draws from both the IBB 
model and the traditional positional bargaining techniques. 
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Making Sense of Family Sick Leave 
By Cindy Hadlich (Cindy.Hadlich@aphis.usda.gov, 612-336-3370)  

HOME 

There are currently two separate leave options available which allow  
Federal employees to use sick leave to care for a family member:  the  
Family Friendly Leave Act and Sick Leave to Care for a Family Member  
with a Serious Health Condition. Under these sick leave regulations,  
“family member” is defined as: spouse, and parents thereof; sons and  
daughters, and spouses thereof; parents, and spouses thereof; brothers  
and sisters, and spouses thereof; grandparents and grandchildren, and  
spouses thereof; domestic partner and parents thereof, and, any  
individual related by blood or affinity whose close association with the  
employee is the equivalent of a family relationship.  
  
The Federal Employees Family Friendly Leave Act (FEFFLA) allows full time  
employees to use up to 104 hours of sick leave per leave year to provide care  
for a family member who is incapacitated as a result of a physical or mental  
illness, injury, pregnancy, or childbirth; to attend to a family member  
receiving medical, dental, or optical examination or treatment; or for  
bereavement purposes due to the death of a family member.  Under FEFFLA,  
part time employees are entitled to use up to the number of hours of sick  
leave s/he normally accrues during a leave year.   
  
Sick Leave to Care for a Family Member with a Serious Health Condition  
allows full time employees to use up to 480 hours of sick leave per leave  
year to provide care to a family member with a serious health condition.  
A serious health condition is a long-term condition with a lengthy  
treatment and recovery period. The 480 hours is the total amount of sick  
leave that may be used by an employee to care for a family member in a  
leave year. If the employee has taken any sick leave under the 104 hour  
FEFFLA entitlement, those hours must be subtracted from this 480 hour  
entitlement. Part time employees are entitled to an amount of sick leave  
equal to 12 times the average number of hours in the employee's  
scheduled tour of duty each week. 
 
For example, an employee has applied to use sick leave to care for his/her terminally ill brother.  Previously in 
the year, this employee used 20 hours of sick leave under the FEFFLA to care for his/her son when he was home 
with a cold.  In addition, the employee used 10 hours of sick leave under the FEFFLA to accompany the child to 
doctor and dental appointments throughout the year.  As a result, this employee must subtract the 30 hours of 
sick leave used for general family care under the FEFFLA from the 480 hour entitlement for a family member’s 
serious health condition. In this example, the employee qualifies for 450 hours of sick leave to care for his/her 
brother.  
  
Both types of family sick leave may be advanced to the employee, at the discretion of the employee’s 
supervisor. A full time employee may be advanced up to a total of 30 days (240 hours) of sick leave.  However, 
even with advanced sick leave, the employee must still adhere to the maximum amounts of each type of family 
sick leave.  

Continue to page 8 “Making Sense of Family Sick Leave”… 
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There are several different family sick leave descriptions listed in webTA.   
When coding the T&A, we recommend using the sick leave description “62-62 – 
Family Friendly Sick Lv” for the 104 hours under the FEFFLA, and the sick leave 
description “62-62 – FFLA-FFSL Extended” for the 480 hours under Sick Leave to 
Care for a Family Member with a Serious Health Condition.    
  
The webTA system has an edit built into it to help track the usage of FEFFLA.  If 
an employee attempts to use more than 104 hours of FEFFLA, an error message 
will appear that states, “Family Friendly Sick Leave may not exceed 104 hours.”   
  
Unfortunately, the error message also appears when the employee attempts to 
use the 480 hours of sick leave available under the Sick Leave to Care for a 
Family Member with a Serious Health Condition provision. We have contacted  

Continued from page 7 

NFC about this error, and they are working with the webTA developers to correct it.  In the meantime, if you 
need to use more than 104 hours of sick leave to care for a family member with a serious health condition, 
please contact the Leave and Compensation Team.  We will work with you to override the error message and 
validate the T&A.   
  

More information 
regarding family sick leave 
may be found by clicking 
the link below. 
http://www.aphis.usda.go
v/wps/portal/aphis/ourfoc
us/business-
services?1dmy&urile=wcm
%3apath%3a%2Faphis_co
ntent_library%2Fsa_our_f
ocus%2Fsa_business_servi
ces%2Fsa_publications%2F
sa_hr_desk_guide%2Fsa_h
rdg_4630%2Fct_4630_sec
_c_sub_b#amount 
  
Please contact the Leave 
and Compensation Team 
with any questions.  
http://www.aphis.usda.go
v/mrpbs/contact_us/down
loads/lct.pdf  
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What is Coaching? 
By Carol Roller (Carol.A.Roller@aphis.usda.gov, 301-851-2892) 

HOME 

What Is Coaching? 
The International Coach Federation (ICF) defines coaching as partnering with 
clients in a thought-provoking and creative process that inspires them to 
maximize their personal and professional potential.  

APHIS provides a variety of coaching services, all with the objective of helping 
individuals achieve a new level of excellence.  The target audiences for  
executive coaching are:  talented managers interested in higher level  
positions; technically proficient individuals who are looking for ways to 
promote and gain acceptance for their ideas; managers new to the Agency,  
organization, and or position; established leaders who are looking for ways  
to engage employees in change and transitions that are occurring within  
their organization; existing employees who are interested in reinvigorating  
their perspective on organizational change; and strategic thinkers who want 
to plot new initiatives for their division or program. Employees can  
choose to participate in six types of coaching engagements, four of which are  
administered internally and two that are supported through external vendor  
contracting (External Year Long Coaching or Concentrated Coaching – 10  
Sessions). 
  
• Situational Coaching (through the Center for Training and Organization Development (CTOD) 
• Transitional Coaching (through the Center for Training and Organization Development (CTOD) 
• Internal Coaching (APHIS Leaders coaching APHIS Leaders) 
• Group Coaching (facilitated by CTOD) 
• External Coaching Year Long Coaching 
• External Concentrated Coaching  
  
Marsha Wiggins, MRP, HRD Director, is the Sponsor for Coaching.  Our goal for this year is to increase the 
number of coaches for our internal coaching program and increase awareness of the benefits of external 
executive coaching.  For more information on coaching, please contact Carol Roller, Coaching Program Manager 
at (301) 851-2892.  Please visit the APHIS Coaching SharePoint Site to learn more about Coaching!  
https://ems-team.usda.gov/sites/aphis-svc-ctod/SitePages/APHIS%20Coaching%20Program.aspx 

• Coaching inside of an organization is a way to help people learn.  APHIS management views coaching as an 
opportunity to help you grow as a leader within this Agency. 

• Coaching is a partnership.  As the coachee, you are the driving partner in the process. 
• Coaching is about creating awareness and recognizing our impact.  You don’t know what you don’t know. 
• Coaching is a private conversation with another person with the goal of shifting your perspective to see new 

possibilities.   
• Coaching is a way of helping you learn and have the learning stick. 
• Coaching is not about getting advice – it’s about uncovering insights  
     that you have. 
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LOG ON TO THE CENTER FOR TRAINING AND 
ORGANIZATION DEVELOPMENT (CTOD) SHAREPOINT 
SITE BELOW TO ACCESS THE FREQUENTLY ASKED 
TRAINING POLICY QUESTIONS 
https://ems-team.usda.gov/sites/aphis-svc-
ctod/SitePages/Home.aspx 

Are you familiar with APHIS’ Talent Management and Leadership Development 
Board (TMLDB)?  Established in 2009, the TMLDB is charged with coordinating  
and improving leadership development training across APHIS, and providing  
guidance and direction to the Agency’s various training units.  The “Board”  
is composed of high-level senior leaders appointed by the Office of the  
Administrator, including at least one APHIS Management Team (AMT) member. Every program is represented, 
and members come from both headquarters and field locations, thus ensuring a cross-functional Agency 
perspective.  The Directors, Office of Civil Rights, Diversity and Inclusion (OCRDI) and Human Resources (HR), 
and the Deputy Director, HR, Talent Development and Management, are standing members, while the Deputy 
Administrator, Marketing and Regulatory Programs Business Services (MRPBS) serves as the sponsor for the 
Board.  The current Board Chair is the HR Director, Ms. Marsha Wiggins.  
  
Since its inception, the TMLDB has provided oversight and support for the following: 
  
• Curriculum development, delivery, and application processes for the four APHIS leadership development 

programs – Basic Leadership Development Program (BLDP), Intermediate Leadership Development Program 
(ILDP), Advanced Leadership Development Program (ALDP), and Leadership Development for 
Project/Program Managers (LDPM.  These programs have enhanced the leadership skills of participants and 
helped APHIS develop deeper bench strength for management at all levels across the Agency. 

• The diversity of candidates for Agency leadership programs through greater collaboration with Agency 
Special Emphasis Program Managers. 

• Development of the APHIS-wide succession plan. 
• Establishment of Agency-wide guidelines for 360 assessments. 

 
In addition, Board members serve as executive sponsors for various Agency-wide activities such as coaching 
and mentoring. They are advocates within their peer group encouraging all senior leaders to support Agency 
leadership and development activities.  They also serve as mentors, instructors, or panel members at various 
programs and events, such as the Annual APHIS Supervisor of the Year ceremony and other Agency-wide 
forums.  
  
For more information on APHIS’ TMLDB and its work, please visit their SharePoint site:  
http://sp.we.aphis.gov/MRPBS/SVCS/HRD/CTOD/TMLDB/SitePages/Home.aspx 

Better Know Your Agency Acronyms: TMLDB 
By Carol Roller (Carol.A.Roller@aphis.usda.gov, 301-851-2892) 
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                      For any organization to have a successful mentoring program, it must have a cadre of   
                                                  mentors who are willing to dedicate their time, share their knowledge, and assist in  
                                                  the development of another individual.  Mentoring isn’t easy.  It takes a special  
                                                  person to be a successful mentor.  To be effective in developing another person, a   
                                                  mentor must possess a combination of the following characteristics: 
  
A Good Listener 
Active listening takes energy. People who listen actively don't simply sit back and allow words to hit their 
eardrums. They are attentive.  They take notes. They ask questions.  Mentors and protégés spend much of their 
relationship talking and listening to one another.  Active listening requires patience and a willingness to delay 
judgment. 
 
Eager to Devote Time to Developing Others 
A mentor must be willing to devote time to helping someone else, and remain positive throughout the 
relationship.  The most successful (and happiest) people in life are not in it just for themselves.  They care about 
the organizations they work with and the people within those organizations.  They have a genuine desire to see 
everyone and everything succeeds:  the agency, the employees, and the mentoring program as a whole. 
 
Willing to Grow 
Mentors must remain motivated to continue their own development.  Their own desire for learning never stops.   
To help others grow, mentors must value their own growth, too.  Many mentors report that mentoring helps 
them with their own personal and career development. 
  
Can Ask the Right Questions 
The best mentors ask questions that make the protégé do the thinking.   
However, this isn't as easy as it sounds.  Good mentors will consider what they  
want to tell the protégé, and will ask questions that will help the protégé come  
to the same conclusion on their own.  
  
Naturally Curious 
People who are naturally curious tend to follow the "if there's a will, there's  
a way" philosophy.  If they don't know the answer or if they need help with  
something, they won't sit back and wait; they'll go looking for the answers.   
The "curious types" of mentors will generally take the time to read, listen,  
learn, and seek out help; all which contribute to a successful mentoring  
relationship. 
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Recognizing APHIS Mentors 
By Cynthia Pericak (Cynthia.M.Pericak@aphis.usda.gov, 919-855-7801)  

HOME 

Continue to page 12 “Recognizing APHIS Mentors”… 
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Andrea Morgan, AC  
Andrea Simao, PPQ 

Cindy Pericak, MRPBS 
David Farris, MRPBS 
Hallie Zimmers, LPA 

Jessica Mahalingappa, IS 
Jodi Daugherty, PPQ 

Joe Bennett, WS 
Jose Granada, PPD 
Keith Miller, PPQ 

Kimberly Miller, AC 
Kimberly Taylor, LPA 

Kraig Peterson, MRPBS 
Laura Osanitch, PPQ 

Marsha Wiggins, MRPBS 
Michael Firko, BRS 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Michelle Schmid, MRPBS 
Michelle Wenberg, PPD 

Moises Vega, PPQ 
Neil Hoffman, BRS 
Norma Dabbs, PPQ 
Orlando Baca, VS 
Paul Ijams, PPQ 

Phillip Baldauf, PPQ 
Phil Mastrangelo, WS 

Rob Huttenlocker, MRPBS 
Sarah Trujillo, PPQ 
Sarah Tuck, MRPBS 

Stephen Young, PPQ 
Timothy O'Neill, VS 
Victor Valentin, PPQ 
Terry Zietlow, MRPBS 
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Engaged With Their Surroundings 
These mentors view their work as more than just a job. They show  
interest in the entire organization, and in the world around them.   
Having a "big picture" view of the world allows people to see how  
the success of their mentoring relationship affects more than just  
the two people in the relationship. 
 
Willing to Step Out of Their Comfort Zone 
Mentors with this attitude are willing to try new things, consider new 
thoughts, and think outside of the proverbial box for the sake of  
personal and professional growth.  Mentors and protégés who are  
willing to try something new and give it their best shot will have the  
best chance at reaping the most benefits from the mentoring  
relationship. 
  
APHIS mentors possess all of these remarkable qualities and  
attributes.  They are a selfless group of individuals who have  
chosen to be mentors so they can give back to the organization.   
They are forward thinkers who envision the workforce and the 
organization growing and prospering in the years ahead. 
  

Please help me thank all of the dedicated APHIS mentors who are currently enrolled in the  
APHIS Mentoring Program!  Mentors – thank you for all you do! 

Continued from page 11 

Mentors Participating in the Fiscal 
Year 2014 Program: 
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