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IDENTIFIED NEED 

Today’s federal workforce faces unprecedented challenges. Unique economic, technological, and social 
trends have converged and for the first time in history, nearly five generations are working together side-by-
side. Each group brings distinctive characteristics and strengths to the professional table; however, each 
group also lacks a particular skillset as well. Generations stand to benefit from each other’s strengths. 
Instead of reinforcing the age-specific silos, the public sector can benefit through the implementation of a 
cross-generational advising program that seeks pair individuals from different generations together so they 
can learn from one another. 

As public sector employees work longer to delay retirement, a rippling effect is cast that affects the 
generations to follow. Career paths no longer look like they once did and the overall demographic of the 
public workforce is evolving considerably. 

TEAM #3 

ISSUE 

TOPIC 

TITLE 

Monica Carter, USACE 
Aaron Eklund, BLM 
Donald Mason, TSA 
Danielle Wilsey, SBA 
Unique knowledge gaps in the workforce in various generations 
Cross-generational advising program 
The B.I.G.G. Idea: Bridging Informational Generation Gaps 
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TRADITIONALISTS: Born before 1945 
AKA: The Depression Babies, Veterans, Silent, Forgotten Generation 
-Influenced by the Great Depression and World War II.
Traits: Loyal, respectful of authority, stubbornly independent, excellent work ethic, dependable, and have advanced
communication and interpersonal skills.

BABY BOOMERS: Born 1946-1964 
AKA: The Woodstock Generation, Moral Authority 
-Influenced by the Vietnam War, the ’60s, and postwar social change.
Traits: Well-educated, question authority, excellent teamwork skills, and thrive on adrenaline-charged assignments.

GENERATION X: Born 1965-1980 
AKA: The Latchkey Generation, Xers, Post Boomers 
Traits: Independent, family-focused, intolerant of bureaucracy, critical, hardworking, and socially responsible. 

GENERATION Y/ MILLENNIALS: Born 1981-1995 
AKA: The Entitled Generation, the 9/11 Generation, Chief Friendship Officers 
-Influenced by technology and doting parents.
Traits: Highly socialized, loyal, technologically savvy, socially responsible, and require work-life balance. 

GENERATION Z: Born after 1995 
“The Facebook Crowd.” Influenced by a media-saturated world. Traits: Technologically dependent, closely tied to 
parents, tolerant of alternative lifestyles, involved in green causes and social activism. 

ASSESSMENT AND DETERMINATION 

The Associates Team brainstormed various project proposals, including a discussion on overall feasibility, 
budget, timeline and ability to meet the OFEB Associates Program objectives. Based on these discussions, the 
cross-generational peer-to-peer learning program resonated the most with Team members. The Team utilized 
different avenues to confirm the determination, which included but was not limited to: 

• Government agencies research
• Review of  public sector statistics
• Canvasing public servants within the four participating federal agencies
• Informational interviews
• Internet research

Through the abovementioned information gathering techniques, the Associates Team confirmed that The 
B.I.G.G. Idea was a legitimate area that should be addressed moving forward.
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PLAN 
Overview 
With differing experiences, views, and skillsets in the workplace, how does an Agency foster a productive 
environment of information-sharing rather than a threatening one? The answer lies in a cross-generational 
advising program called The B.I.G.G. Idea: Bridging Informational Generation Gaps. By pairing younger 
professionals with more senior counterparts, each individual stands to gain precious knowledge which can 
be used to effectively increase government productivity (Objective). 

Traditionalists and boomers have a wealth of institutional knowledge and tricks of the trade that younger 
workers need. Generation X employees are widely known for their fairness and mediation abilities. 
Generation Y/Millennial workers are technology wizards and can offer insight into future workplace, 
marketing, and business trends. 

Through The B.I.G.G. Idea, public servants will understand differing work styles, take into consideration the 
top values of each generation, share information and experiences, as well as build on common ground 
towards a shared mission. 

Tasks 

• Solicit applicants from wide variety of generations in the federal workplace through:
o FEB Associates Program and their colleagues
o Email marketing
o Social media outreach
o Flyer Appendix 1

• Have participants fill-out Registration, Appendix 2, and Self-Assessment, Appendix 3, forms
• Host ‘speed dating’ kick-off event to facilitate matchmaking organically
• Participants rank top 3 ‘matches’
• Pair up participants and require that they meet in person or over the phone at least once per month

over the course of 4 months
• Mid-way check-in survey (web-based), Appendix 4, to collect feedback and adjust its trajectory

accordingly
• Final check-in event to:

o Host a round-table discussion for all to share their experiences (planned, not executed)
o Gather feedback/lessons learned from participants
o Provide a formal closure of the program

• Encourage all who participated to continue to learn from others beyond the set scope of the
advising program

• Present findings/outcome to the OFEB Policy Committee
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Milestones 
Who What When 

OFEB Associates Team Outreach Program May 18th  June 23rd 
B.I.G.G. Participant Requests Complete & submit application June 1st  July 20th 
OFEB Associates Team Present to OFEB Policy Committee June 23rd 
OFEB Team & Participants Kick Off Event July 20th 
OFEB Associates Team Identify/ Report matching results July 27th 
B.I.G.G. Participant Start the B.I.G.G Idea July 29th 
OFEB Team & Participants Midpoint Check-in Survey October 4th 
B.I.G.G. Participant Final Check-in Event & End B.I.G.G. December 8th 
OFEB Associates Team B.I.G.G. Final Report/Presentation December 14th 

IMPLEMENTATION 

After The B.I.G.G. Idea initial interest was captured through participant registration and self-assessments, 
the conception was put into action through the implementation of a successful Kick-Off “Speed-dating” 
Event on July 20, 2016. 

The OFEB Associates Team realized that hosting a raw face-to-face interaction between participants 
would be most successful tool for implementing The B.I.G.G. Idea. 

The speed-dating event was well planned in advance.  Thorough instructions to participants were made 
available before, during and after the experience.  Additionally the Associates Team was available at all 
stages of the process.  All interactions produced energetic and vibrant discussions.   

14 participants registered for The B.I.G.G. Idea and a total of 11 were in attendance during the Kick-Off 
Event!  Based on self-assessments and the one-on-one interactions, all participants were paired and 
partner matches were provided one week post the event 

Kick-off/"Speed Dating" Event 
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EVALUATION 

The B.I.G.G Idea pilot program evaluation started after the Kick-Off Event when partner matches were 
made and provided to the participants.  

Participants were provided a list of suggested topics to consider and utilize (Appendix 5) to guide 
discussions. Participants were encouraged to meet with their assigned partner for at least two hours a 
month over the next 4 months (via phone or in person meetings).  

The Associates Team performed a program pulse check via a mid-point online survey distributed to 
participants on October 18, 2016.   A total of ten questions were identified for feedback (Appendix 4). 
The Team gathered the responses and compiled the results, which are provided in the following 
section, Results and Impact.  

As a final evaluation effort, the Associates Team planned to host a final in-person Close-out Event on 
December 8, 2016. Due to severe winter weather predictions, the Associates Team chose to cancel the 
event for both safety and participation percentage concerns. Instead, the Team was resilient and 
adapted to the change and move forward with an alternative, email communication.  Participants were 
informed of the cancelation of the event and at the same time, each participant was requested to 
answer to the following two questions: 

1. One lesson, skill, ability, or ECQ that you have learned from your B.I.G.G. partner and
2. How you believe this new knowledge will help you better execute your job or be a better civil servant

The Associates Team gathered the responses and compiled the results, which are provided in the 
following section, Results and Impact. 

In addition to providing responses to the ten mid-point survey questions and the two closeout survey 
questions, the participants provided some additional evaluation comments concerning the future 
implementation of the program. These comments included: 

• Conduct additional recruitment for Millennial participants; 

• Provide a lead facilitator to routinely check-in on the progression of B.I.G.G.  partnerships;

• Provide the opportunity for partners to join other partners and meet in small groups;

• Provide more topics of discussion based on Federal Government;

• Place more emphasis on the generational aspect rather than the organizational aspect. 
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RESULTS AND IMPACT 

Below are several results as described by participants in The B.I.G.G Idea pilot program, divided into the 
two categories where they originated from: the mid-point evaluation and the close-out evaluation. 

MID-POINT 

• All the participants have leadership development experience prior to B.I.G.G., giving them a good
foundation for diverse leadership exposure

• 75% of participants found that the “speed dating” kick-off approach was beneficial in being able to
select the right fit for their ideas

• Cross-Agencies pairs tended to agree that their partner was a good match and found value in it for
professional development

• All participants felt investing 1-2 hours a month for 3 months was the right amount of time, considering
their day-to-day work and private lives

• Since the kick-off event:

o 70% of participants corresponded with their partners up to 3 times
o 15% of participants corresponded with their partners between 4-6 times
o 15% of participants corresponded with their partners between 7-9 times

• 85% of the participants feel that The B.I.G.G. Idea is beneficial for the overall health of the federal
employment community

• The Executive Core Qualification with the reported greatest improvement was “building coalitions”:
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CLOSE-OUT  

Key take-away ideas from The B.I.G.G. Idea participants: 

• Participants noted the importance of establishing a positive working  relationship with their partners by
building coalitions within their other agencies

• Generationally, despite age differences, most participants identified more similarities rather than
differences in its ideas, approach and experiences with federal employment

• Participants recognized the importance in a diverse working environment where communication is
paramount in seeking a functional and collaborative working atmosphere

• Understanding what appears to be “red tape”, outdated or even misunderstood perceptions of other
agency employees from different generations; recognize that skills, ideas and approaches are just as
valuable and necessary for mission success

SUMMARY 

Based on the feedback received from the participants, as well as the experiences throughout the 
planning and implementation of The B.I.G.G Idea pilot program, several take-away concepts ensued. 

Creating a cohesive, efficient and effective workplace allows Agencies to acknowledge and celebrate 
workforce differences. Employees from across generations are diverse and thus, have various strengths 
which should be recognized and supported.  

By focusing on common ground and shared missions, The B.I.G.G. Idea achieved its objective of 
bridging communication gaps and bureaucratic silos. Through the information sharing platform of The 
B.I.G.G. Idea, Portland-area federal civil servants had an opportunity to better understand the nuances
present when working and managing across generations. Federal agencies that continue to recognize
and address generation gaps will identify strength differences throughout the workplace.

In conclusion, the following quote from Tahseen Bahoo, Assistant Manager at the International 
Institute of Certified Innovators & Entrepreneurs and author of Motivating and Rewarding Generation 
Y Employees, resonated with the Associates Team, and the Team felt compelled to include it in this 
report: 

“For any organization, it is very important to consider what motivates its employees.  
Efforts to understand human traits, shifts in attitudes and behavior, social trends and ever changing employees (i.e. 

generations) is vital for the success of any business.” 



Today’s federal workforce faces unprecedented challenges; nearly five 
generations are working together side-by-side. Each group brings distinctive 
strengths to the professional table. Generations stand to benefit from each 
other’s strengths.  What is your strength?  Are you ready to connect 
generational strengths?  

The BIGG movement supports a healthier understanding between federal 
workers in diverse generations by: 

• Establish peer-to-peer network across local federal agencies
• Create strong collaborations
• Reduce generational silos
• Advance professional growth by aligning with Executive Core

Qualification

Points of Contact: 
Aaron Eklund  and Danielle Wilsey 
503-808-6100    503-326-5228
aeklund@blm.gov   Danielle.Wilsey@sba.gov
(Please contact both POCs for additional information and registration)

Disclaimer:  Program requires a 2-hour per month commitment for approximately 4 months. 

APPENDIX 1 

mailto:aeklund@blm.gov
mailto:Danielle.Wilsey@sba.gov


The B.I.G.G. Idea:  
Bridging Informational Generation Gaps 

Registration Form

Last name:  First name: MI: 

Work contact #: Work email: 

I certify that I have/can: 

 Read OFEB information sheet
 Shared the B.I.G.G idea with my supervisor, including commitment hours/month
 Obtained my supervisor approval to participate in the B.I.G.G idea
 Review/Submit the Kick-off Intake Form
 Attend the Kick-off Event Midpoint Check-in Event
 Commit to the program to meet the Milestones identified
 Actively communicate with my peer
 Connect with my Agency POC if I determine my peer and I are not compatible
 Attend and/or contribute to the Midpoint Event
 Provide feedback by completing the program questionnaire

In order to complete your registrations, please place your electronic signature below and 

submit the completed form to your Agency POC listed on the advertisement flyer. 

Applicant Signature       

APPENDIX 2 
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Instead of reinforcing the age-specific silos, the public sector can benefit through the 
implementation of a cross-generational advising program that seeks pair individuals from different 
generations together so they can learn from one another. 

With such differing experiences, views, and skillsets in the federal workplace, how do you foster 
a productive environment of information-sharing rather than a threatening one?  The answer lies 
in the cross-generational advising pilot program you just read about called The B.I.G.G. Idea: 
Bridging Informational Generation Gaps.   

B.I.G.G Kick-Off “Speed-Dating” Intake Form

Today’s Date: 

Last name:  First name: MI: 

Work contact #: Work email: 
----------------------------------------------------------------------------------------------------------------- 
What federal agency do you currently affiliate with?  

Bureau of Land Management (BLM) 

Small Business Association (SBA) 

Transportation Security Administration (TSA) 

U.S. Army Corps of Engineers (USACE) 

APPENDIX 3 
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How long have you worked for the Agency you identified above? 

0-5 years 6-10 years 11-15 years 15+ years 

What is your current position? 

What generation is yours? 

Traditionalists Boomers Gen X       Millennial               Gen 2020 
Born 1900-45 Born 1946-64 Born 1965-76      Born 1977-97   After 1997 

OPM has identified five executive core qualifications (ECQs). The executive core qualifications 
define the competencies needed to build a federal corporate culture that drives for results, serves 
customers, and builds successful teams and coalitions within and outside the organization. The 
Executive Core Qualifications are required for entry to the Senior Executive Service (SES) and 
are used by many departments and agencies in selection, performance management, and 
leadership development for management and executive positions. The ECQs were designed to 
assess executive experience and potential-not technical expertise.   

Although, an SES position may not be your goal the below ECQs may be utilized within your 
federal agency to review the strengths you have as a leader. 

ECQ 1:  Leading Change 

Definition: This core qualification involves the ability to bring about strategic change, both 
within and outside the organization, to meet organizational goals. Inherent to this ECQ is the 
ability to establish an organizational vision and to implement it in a continuously changing 
environment. 

Creativity and Innovation 
Develops new insights into situations; questions conventional approaches; encourages 
new ideas and innovations; designs and implements new or cutting edge 
programs/processes. 

External Awareness 
Understands and keeps up-to-date on local, national, and international policies and trends 
that affect the organization and shape stakeholders' views; is aware of the organization's 
impact on the external environment. 

Flexibility 
Is open to change and new information; rapidly adapts to new information, changing 
conditions, or unexpected obstacles. 

Resilience 
Deals effectively with pressure; remains optimistic and persistent, even under adversity. 
Recovers quickly from setbacks. 



Page 3 of 6 

Strategic Thinking 
Formulates objectives and priorities, and implements plans consistent with the long-term 
interests of the organization in a global environment. Capitalizes on opportunities and 
manages risks. 

Vision 
Takes a long-term view and builds a shared vision with others; acts as a catalyst for 
organizational change. Influences others to translate vision into action. 

ECQ 2: Leading People 

Definition: This core qualification involves the ability to lead people toward meeting the 
organization's vision, mission, and goals. Inherent to this ECQ is the ability to provide an 
inclusive workplace that fosters the development of others, facilitates cooperation and teamwork, 
and supports constructive resolution of conflicts. 

Conflict Management 
Encourages creative tension and differences of opinions. Anticipates and takes steps to 
prevent counter-productive confrontations. Manages and resolves conflicts and 
disagreements in a constructive manner. 

Leveraging Diversity 
Fosters an inclusive workplace where diversity and individual differences are valued and 
leveraged to achieve the vision and mission of the organization. 

Developing Others 
Develops the ability of others to perform and contribute to the organization by providing 
ongoing feedback and by providing opportunities to learn through formal and informal 
methods. 

Team Building 
Inspires and fosters team commitment, spirit, pride, and trust. Facilitates cooperation and 
motivates team members to accomplish group goals. 

ECQ 3: Results Driven 

Definition: This core qualification involves the ability to meet organizational goals and customer 
expectations. Inherent to this ECQ is the ability to make decisions that produce high-quality 
results by applying technical knowledge, analyzing problems, and calculating risks. 

Accountability 
Holds self and others accountable for measurable high-quality, timely, and cost-effective 
results. Determines objectives, sets priorities, and delegates work. Accepts responsibility 
for mistakes. Complies with established control systems and rules. 

Customer Service 
Anticipates and meets the needs of both internal and external customers. Delivers high-
quality products and services; is committed to continuous improvement. 
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Decisiveness 
Makes well-informed, effective, and timely decisions, even when data are limited or 
solutions produce unpleasant consequences; perceives the impact and implications of 
decisions. 

Entrepreneurship 
Positions the organization for future success by identifying new opportunities; builds the 
organization by developing or improving products or services. Takes calculated risks to 
accomplish organizational objectives. 

Problem Solving 
Identifies and analyzes problems; weighs relevance and accuracy of information; 
generates and evaluates alternative solutions; makes recommendations. 

Technical Credibility 
Understands and appropriately applies principles, procedures, requirements, regulations, 
and policies related to specialized expertise. 

ECQ 4: Business Acumen 

Definition: This core qualification involves the ability to manage human, financial, and 
information resources strategically. 

Financial Management 
Understands the organization's financial processes. Prepares, justifies, and administers 
the program budget. Oversees procurement and contracting to achieve desired results. 
Monitors expenditures and uses cost-benefit thinking to set priorities. 

Human Capital Management 
Builds and manages workforce based on organizational goals, budget considerations, and 
staffing needs. Ensures that employees are appropriately recruited, selected, appraised, 
and rewarded; takes action to address performance problems. Manages a multi-sector 
workforce and a variety of work situations. 

Technology Management 
Keeps up-to-date on technological developments. Makes effective use of technology to 
achieve results. Ensures access to and security of technology systems. 

ECQ 5: Building Coalitions 

Definition: This core qualification involves the ability to build coalitions internally and with 
other Federal agencies, State and local governments, nonprofit and private sector organizations, 
foreign governments, or international organizations to achieve common goals. 

Partnering 
Develops networks and builds alliances; collaborates across boundaries to build strategic 
relationships and achieve common goals. 
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Political Savvy 
Identifies the internal and external politics that impact the work of the organization. 
Perceives organizational and political reality and acts accordingly. 

Influencing/Negotiating 
Persuades others; builds consensus through give and take; gains cooperation from others 
to obtain information and accomplish goals. 

Now that you have an understanding of the ECQs, please utilize the chart below to identify 
all ECQs and Competencies applicable to YOU: 

Office of Personnel Management (OPM) Executive Core Qualifications (ECQs) 
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ECQ 1:  Leading Change 
ECQ 2:  Leading 

People ECQ 3:  Results Driven 

ECQ 4:  
Business 
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ECQ 5:  
Building 
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If there are additional qualifications or competencies which were not listed above, but are 
important to you, please identify here: 
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Please utilize the space below to identify the TOP 5 for you and your potential leadership 
peer match.  The TOP 5 may consist of ECQs and/or Competencies in order of importance 
with 1 representing the #1 top assessment yourself and your peer match: 

Please review the questions and think about what each one means to you and how you 
would explain it if you were asked the below: 

1. How do you define success?
2. What are your thoughts about job vs. work?
3. Are you noticing new change(s) in your job or work?
4. What is new that you have to take into account?
5. What does Generational Intelligence mean to you?

Utilizing the sample questions listed above will promote "getting-to-know" your potential 
peer/advisor and assist you in jump starting a mutual conversation platform. 

Top 5 ECQ and/or Competenciess 

Self-assessment Peer Match 
1. 1. 
2. 2. 
3. 3. 
4. 4. 
5. 5. 



*1. Was the B.I.G.G. Idea 2016 pilot program your first
leadership development program?

Yes 

No 

Other (please specify)

*2. Did you find the B.I.G.G. Idea 'speed dating' style kick-off
event beneficial to the program?

Yes 

No 

I didn't attend the kick-off event 

*3. Was your B.I.G.G. Idea partner match a good fit for you?
Yes 

No 

Other (please specify)

*4. The B.I.G.G. Idea is a self-guided proactive program
requiring 1-2 hours per month. Did you find this time
investment to be:

Too little time investment 

About right 

Too much time investment 

Other (please specify)

*5. Since the Kickoff event (on July 20, 2016) , how many times
have you met with your match?

0-3

4-6

7-9

9+ 

*6. What method of communication have you used the most?
In-person 

Email 

APPENDIX 4 



Phone 

Other (please specify)

*7. In your opinion, is the B.I.G.G. Idea a beneficial program for
the overall health of our federal employment community?

Yes 

No 

Other (please specify)

*8. Did you find that being paired with a public servant outside
of your home agency to be of added value for professional
development?

Yes 

No 

Other (please specify)

*9. In which Executive Core Qualification do you feel you have
made the most improvement (check all that apply):

Leading Change 

Leading People 

Results Driven 

Business Acumen 

Building Coalitions 

*10. By participating in the B.I.G.G. Idea pilot program, you
have the opportunity to shape the remainder of the program until
the closing event on December 8th. Please list ideas/suggestions
you recommend for the improvement of the program as well as
the format of the closing event. Thank you and we will see you
then!



ONE-ON-ONE DISCUSSION TOPICS 

Below is a list of suggested topics of discussion when you meet-up for your one-on-one 
discussions. These topics are not exhaustive nor are they required to be discussed. However, the 
intent is to frame your discussions around generational topics as well as general federal 
workforce issues.  

• MOTIVATION FOR PUBLIC SERVICE
• FEDERAL AGENCY CULTURE SIMILARITIES AND DIFFERENCES
• DISCUSSION ON GENERATIONAL STEREOTYPES
• HOW YOU OR YOUR AGENCY MAKE DECISIONS
• PREFERRED METHOD(S) OF COMMUNICATION AT WORK
• PREFERRED WORKING STYLES
• HOW YOU OR YOUR AGENCY HANDLE CONFLICT IN THE WORKPLACE
• HOW YOU PREFER TO RECEIVE FEEDBACK
• VIEWS ON WORKPLACE DIVERSITY
• DISCUSSION ON MAKING YOUR AGENCY MORE EFFICIENT
• USE OF TECHNOLOGY IN THE FEDERAL WORKFORCE
• CAREER PATH MANAGEMENT IN THE FEDERAL GOVERNMENT
• THOUGHTS ON ALTERNATIVE WORK SCHEDULES
• THOUGHTS ON TELEWORKING
• TRANSPORTATION METHODS TO THE WORKPLACE
• SUGGESTIONS ON PROFESSIONAL ORGANIZATIONS TO JOIN
• VALUABLE TRAININGS, CONFERENCES, CERTIFICATIONS TO PURSUE
• HOW EDUCATION RELATES TO PAST/CURRENT ROLE(S)
• SACRIFICES YOU HAVE MADE/WOULD MAKE FOR CAREER ENHANCEMENT
• FEELINGS ON WORK/LIFE BALANCE
• HOW TO STAY MOTIVATED
• STRESS MANAGEMENT
• PLANNING FOR RETIREMENT

APPENDIX 5 


	BIGG_Idea_Final_Report_FINAL
	2_BIGG Flyer_mbc_BLM
	What’s the
	B.I.G.G. idea?

	3b_Generations_Registration
	4a_Generation_KickoffForm (4)
	OPM has identified five executive core qualifications (ECQs). The executive core qualifications define the competencies needed to build a federal corporate culture that drives for results, serves customers, and builds successful teams and coalitions w...
	Although, an SES position may not be your goal the below ECQs may be utilized within your federal agency to review the strengths you have as a leader.
	ECQ 2: Leading People
	ECQ 3: Results Driven
	ECQ 4: Business Acumen
	ECQ 5: Building Coalitions

	MidPoint_Survey
	*1. Was the B.I.G.G. Idea 2016 pilot program your first leadership development program?
	*2. Did you find the B.I.G.G. Idea 'speed dating' style kick-off event beneficial to the program?
	*3. Was your B.I.G.G. Idea partner match a good fit for you?
	*4. The B.I.G.G. Idea is a self-guided proactive program requiring 1-2 hours per month. Did you find this time investment to be:
	*5. Since the Kickoff event (on July 20, 2016) , how many times have you met with your match?
	*6. What method of communication have you used the most?
	*7. In your opinion, is the B.I.G.G. Idea a beneficial program for the overall health of our federal employment community?
	*8. Did you find that being paired with a public servant outside of your home agency to be of added value for professional development?
	*9. In which Executive Core Qualification do you feel you have made the most improvement (check all that apply):
	*10. By participating in the B.I.G.G. Idea pilot program, you have the opportunity to shape the remainder of the program until the closing event on December 8th. Please list ideas/suggestions you recommend for the improvement of the program as well as...

	Topics_Of_Discussion_BIGGIdea_v4

	Text5: 
	Instead of reinforcing the agespecific silos the public sector can benefit through the: 
	Text1: 
	Text2: 
	Text3: 
	Text4: 
	Group1: Off
	Text6: 
	Group2: Off
	Group3: Off
	Check Box8: Off
	Check Box9: Off
	Check Box10: Off
	Check Box11: Off
	Check Box12: Off
	Check Box13: Off
	Check Box14: Off
	Check Box15: Off
	Check Box16: Off
	Check Box17: Off
	Check Box20: Off
	Check Box23: Off
	Check Box25: Off
	Check Box26: Off
	Check Box27: Off
	Check Box28: Off
	Check Box29: Off
	Check Box30: Off
	Check Box31: Off
	Check Box32: Off
	Check Box33: Off
	Check Box34: Off
	Check Box35: Off
	Check Box36: Off
	Check Box37: Off
	Check Box38: Off
	Check Box39: Off
	Check Box40: Off
	Text41: 
	1: 
	1_2: 
	2: 
	2_2: 
	3: 
	3_2: 
	4: 
	4_2: 
	5: 
	5_2: 
	Text42: 


