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What does this person do?  

Dr. Jensen serves as the Center Lead for Workforce Culture. She is 
concurrently serving on a temporary assignment to NASA 
Headquarters, Washington D.C. In both capacities Dr. Jensen is 
providing organizational, executive, and supervisory development 
expertise and her work is enriching the cultures of these important 
organizations. In the details below, you will see that she is 
accomplishing groundbreaking work in leveraging NASA’s leaders 
toward a more productive path of communication, shared purpose, 
and intentional practice of the discipline of supervision. Dr. Jensen 
began her career twenty-five years ago at NASA Ames Research 
Center as a co-op student in Human Resources. Her passion in leading 
organizations toward healthier communication and work effectiveness 
has been the foundation of her success. She has steadfastly sought 
the education and experience needed to become increasingly capable 
in her leadership work. Twenty-five years later, she is an essential 
member of the senior leadership team, a trusted advisor, a certified 
coach, and most notably, a challenger. She pulls no punches and is 
respected for her perspective, her integrity, and her tenacity in 
guiding NASA leaders toward greater effectiveness.  

How did this person go above 
and beyond in 2012?  

This year provided measurable evidence of the impact that Dr. Jensen 
has had on shifting the Ames culture and improving workforce 
capabilities. She has gone above and beyond in making a remarkably 
positive impact through her work: on the Federal Employee Viewpoint 
Survey (EVS); creating Ames Research Center’s Supervisor 
Development Program (SDP); creating an agency-wide supervisory 
program (NASA’s new Leveraging Agency Supervisory Excellence and 
Resilience (LASER)); and continued consultation with- and advising - 
senior leaders and management. Additionally during 2013, Dr. Jensen 
coached 22 employees. Ames’ Federal Employee Viewpoint Survey 
(EVS) scores are rising. Under the guidance and direction of Dr. 
Jensen, Ames’ senior leaders became enthusiastically engaged in 
improving the employee morale in a time of uncertainty for federal 
employees. Indeed, this has resulted in a noticeable gradual increase 
in our EVS results over the past 3 years. Her strategy to work at all 
supervisory levels from the Center Director to branch chief level has 
resulted in comprehensive processes to engage senior leaders in 
working with their organizations to gain insights through 
conversations and listening. She has facilitated dozens of directorate 
retreats with the organization director and supervisors, creating 



forums for discussion and change. She has been a frequent member of 
the Center\'s executive meetings and works daily with Ames\' most 
senior leaders to enable and continually foster necessary change to 
improve the Ames environment by questioning alignment between 
actions and goals, by encouraging transparency in decision making 
and encouraging collaboration among leaders where it might not have 
otherwise occurred. These actions, and more, have resulted in a 
behavioral shift noticeable to Ames employees. The evidence is in the 
more positive responses to questions relating to supervisors and 
senior leaders in the employee viewpoint survey. In the Partnership 
for Public Service’s Best Places to Work results, Ames is now ranked as 
#42 of 300 government subcomponents; in 2010 Ames was ranked as 
#131 out of 224. Ames still has work to do on developing its 
supervisors and leaders, but much of the improvement that has 
occurred in recent years is due to Linda Jensen’s hard work and the 
Center managers following her lead. While good survey results are not 
the goal, they are an indicator of the progress that is being made in 
the eyes of Ames employees. Another of Dr. Jensen’s more impactful 
contributions in supporting Ames supervisors was her design and 
delivery of the Supervisor Development Program (SDP) in 2013. The 
year-long cohort program was designed to orient first line supervisors 
to their new role and support them in their continued growth. The 
program focused primarily on building self-awareness, maintaining 
organizational health, and leading employee performance. It was built 
on a “What if” scenario: “What if….we went beyond knowledge and 
skill definition to help supervisors create employee experiences that 
foster connection, innovation, alignment, and extraordinary 
performance?” This innovative program was extremely successful in 
execution. For example, one of the design elements in SDP included 
supervisors developing on an organizational improvement project. 
One particular supervisor’s project resulted in the creation of an 
internal conference for scientists; it was incredibly beneficial in light of 
recent training and travel budget reductions that limited scientific 
conference attendance. Scientists gathered together for their internal 
2-day event to present their research, share exhibits, and have 
collaborative discussions. It generated new scientific insights, 
collaborative opportunities, professional exposure, and experience in 
presenting before an audience of peers. As a result of the successful 
Center SDP design, the Agency asked Dr. Jensen to build on that 
framework to create a NASA-wide program: Leveraging Agency 
Supervisory Excellence and Resilience (LASER). In September 2013, she 
began by collaborating with her “village” of senior leaders, a design 
calibration team of well-regarded supervisors, and her core 
implementation team. The result is an agency-wide, 14-month 
developmental program for line supervisors being deployed in March 
2014. Dr. Jensen’s approach of supervision as a discipline, initially 
implemented at the Center level is now being embraced by NASA as 



an important focus for supervisors, who are a critical factor in 
employee satisfaction and engagement. Her initiative in the 
conception, design, and now implementation of a supervisory 
development framework is a novel approach to providing supervisors 
with the resources, tools, and understanding of their roles and impact 
to fostering a motivating, productive work environment. The Federal 
Office of Personnel Management (OPM) has now expressed interest in 
this approach.  

Give us an example of the 
impact of this person's work. 
How did it make a difference?  

In addition to the Supervisory Development Program and LASER, the 
Ames Supervisor Forums are another current example of Dr. Jensen’s 
impact. Prior to 2013, supervisors never had a forum in which they 
could engage with senior leaders or each other to discuss and 
communicate Center and Agency information, as well as discuss and 
resolve issues. Under her guidance, senior leaders are taking steps to 
communicate in different ways with management below them. The 
regular coming together of all levels of supervisors has proven to be a 
game-changing method of communicating real-time, important, high-
level information up and down the line of command. This group of 
over 100 supervisors and leaders, despite the large numbers, talk 
effectively and collaboratively work to resolve issues. Dr. Jensen is 
currently working with the Center on performance management so 
that the NASA Employee Performance Communication System (EPCS) 
has a context that goes beyond dates, deadlines, and performance 
ratings. She is engaging stakeholders in conversations about what is 
working in their performance management processes and creating a 
context that is much larger than filling out a form and having a 
discussion. Supervisors are provided the opportunity to share their 
thoughts and ideas to approach performance management as yet 
another opportunity to engage and motivate employees in their work. 
Already, supervisors are seeing the important connections that can be 
made between EPCS and really developing their employees.  

Other Points:  

Organizations need good leaders at all levels. Dr. Jensen recognized 
this need early in her career and has worked to develop leaders and 
healthy organizations. It takes an extraordinary combination of skill 
and influence to lead other leaders. Every day, Dr. Jensen brings her 
vision, integrity, and tenacity to NASA. Those qualities, plus her ability 
to synthesize and problem-solve, account for her remarkable impact. 
She is a leader of, and among, leaders. Shifting culture is a long-term 
gradual process. At Ames Research Center, under the leadership of Dr. 
Linda Jensen, the culture is shifting in a positive direction. Dr. Jensen’s 
influence is grounded in her inherent nature and her work ethic. She is 
the kind of person who invites the best in others. Whether it is her 
local Girl Scout troop, coaching NASA employees, Linda Jensen has 
vision, courage, and passion to support people in their growth. She is 
recommended most highly for the 2014 Causey Award.  
 
 



 


