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https://www.flra.gov/

About the FLRA

https://www.flra.gov/about

The FLRA administers the labor-management relations program for 2.1 million non-
Postal federal employees worldwide, approximately 1.2 million of whom are
represented in 2,200 bargaining units. Itis charged with providing leadership in
establishing policies and guidance related to federal sector labor-management
relations and with resolving disputes under, and ensuring compliance with, the
Federal Service Labor-Management Relations Statute, 5 U.S.C. §§ 7101-7135.

INntroduction to the FLRA

https://www.flra.gov/about/introduction-flra

The FLRA is an independent administrative federal agency created by Title VIl of the
Civil Service Reform Act of 1978, also known as the Federal Service Labor-
Management Relations Statute (the Statute), 5 U.S.C. §§ 7101-7135. The Statute
allows certain non-postal federal employees to organize, to bargain collectively, and
to participate through labor organizations of their choice in decisions affecting their
working lives.

The Statute defines and lists the rights of employees, labor organizations, and
agencies to reflect the public interest's demand for the highest standards of employee
performance and the efficient accomplishment of government

operations. /d. § 7101(a)(2). Specifically, the Statute requires that its provisions "be
interpreted in a manner consistent with the requirement of an effective and efficient
Government." /d. § 7101(b).

Mission

https://www.flra.gov/about/mission

The FLRA exercises leadership under the Federal Service Labor-Management Relations
Statute (the Statute), 5 U.S.C. §§ 7101-7135, to promote stable, constructive labor
relations that contribute to a more effective and efficient government. The FLRA's
mission is to carry out five primary statutory responsibilities as efficiently as possible,
and in a manner that gives full effect to the rights afforded employees and agencies
under the Statute.
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Mission: Protecting rights and facilitating stable relationships among federal agencies,
labor organizations, and employees while advancing an effective and efficient government
through the administration of the Federal Service Labor-Management Relations Statute.

In striving to fulfill its mission, the FLRA executes the following five primary statutory
responsibilities, as set forth in the Statute:

1.
2.

3.
4.
5.

Resolving complaints of unfair labor practices (ULPs).

Determining the appropriateness of units for labor organization representation

REP).

Adjudicating exceptions to arbitrators' awards (ARB).

Adjudicating legal issues relating to the duty to bargain (NEG).

Resolving impasses during negotiations (Impasse).

In order to perform the many and varied functions of administering and enforcing the
Statute, the FLRA is organized into three distinct components: the Authority, the
Office of the General Counsel, and the Federal Service Impasses Panel. All

components support and engage in collaboration and alternative dispute resolution
(ADR) activities as an integral part of their programs.
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The Statute

https://www.flra.gov/about/introduction-flra/statute

Title VIl of the Civil Service Reform Act of 1978 is also known as the Federal Service
Labor-Management Relations Statute or the Statute. The Statute allows certain non-
postal federal employees to organize, bargain collectively, and to participate through
labor organizations of their choice in decisions affecting their working lives. [The
Postal Reorganization Act (P.L. 91-375, Aug. 12, 1970) governs labor-management
relations in the Postal Service.] The Statute defines and lists the rights of employees,
labor organizations, and agencies to reflect the public-interest demand for the highest
standards of employee performance and the efficient accomplishment of government
operations. See5U.S.C. §7101(a)(2). Specifically, the Statute requires that its
provisions "should be interpreted in a manner consistent with the requirement of an
effective and efficient Government." 5 U.S.C. §7101(b). The Statute defines the
universe of organizations that most directly rely on the FLRA: the federal agencies
that employ workers eligible to be represented by labor organizations, and the labor
organizations that the FLRA has recognized as the exclusive representatives of these
employees. The agencies, labor organizations, and federal employees accorded rights
by the Statute, are the FLRA's “customers.” Agency employers subject to the Statute
include not only the Executive Branch agencies and the Executive Office of the
President, but also various independent agencies and certain legislative-branch
agencies, for instance, the Library of Congress and the Government Publishing Office.

A Short History of the Statute

https://www.flra.gov/resources-training/resources/statute-and-
regulations/statute/short-history-statute

A well-balanced labor relations
program will increase the efficiency
of the Government by providing for
meaningful participation of
employees in the conduct of
business in general and the
conditions of their employment.

Rep. William Clay (123 Cong. Rec. E333,
January 26, 1977)

Federal employees first obtained the
right to engage in collective
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bargaining through labor organizations of their choice in 1962, when President
Kennedy issued Executive Order 10988, which also authorized the use of limited
advisory arbitration of grievances. In 1969, President Nixon expanded those rights
through Executive Order 11491, which established an institutional framework to
govern labor-management relations in the Federal Government, set forth specific
unfair labor practices, and authorized the use of binding arbitration of certain
disputes. Both Orders contained provisions reserving certain rights to agency
management.

Executive Order 11491 also established two new entities. One, the Federal Labor
Relations Council (Council), would oversee the entire program; make definitive
interpretations and rulings on provisions of the Order; decide major policy issues; hear
appeals, at its discretion, from decisions made by the Assistant Secretary of Labor for
Labor-Management Relations on unfair labor practice charges and representation
claims; resolve appeals from negotiability decisions made by agency heads; and
decide exceptions to arbitration awards. The other, the Federal Service Impasses
Panel, would have discretionary authority to assist parties in resolving bargaining
impasses when voluntary arrangements failed.

Title VII of the Civil Service Reform Act

By 1977, President Carter had determined that comprehensive reform of the civil
service system - the first since the Pendleton Act of 1883 - was necessary. The
Congress agreed and, after extensive hearings, passed the Civil Service Reform Act of
1978. Title VIl of that Act, which specifically addressed labor-management relations
and established the authority of the FLRA, engendered particularly heated

debate. Eventually, a substitute amendment proposed by Rep. Morris K. Udall
replaced that title of the bill before the House of Representatives. Members of
Congress, previously opposed to the initial legislation that contained a broad
management rights provision, supported the amendment, based on an understanding
that the provision would be "narrowly construed" and would, "wherever possible,
encourage both parties to work out their differences in negotiations." (Rep. Ford, 124
Cong. Rec. H9648). The House passed the "Udall Substitute," the Senate agreed to the
conference report embodying that amendment, and President Carter signed Title VII,
the Federal Service Labor-Management Relations Statute, into law as part of the Civil
Service Reform Act on October 13, 1978, effective January 11, 1979.

The Reorganization Plan No. 2 of 1978, which took effect on January 1, 1979, 10 days
before the Statute became law, effected the actual establishment of the FLRA. As one
commentator described, the legislative negotiations that resulted in Title VIl and



established the FLRA "so muddied the content and intent of the new agency that no
one knew what it was supposed to do or how it was supposed to do it." (Patricia W.
Ingraham and David H. Rosenbloom, eds., The Promise and Paradox of Civil Service
Reform, University of Pittsburgh Press (1992) at 95 (quoting Carolyn Ban,
"Implementing Civil Service Reform" (1984) at 219).) It was clear, however, that the
functions of the Federal Labor Relations Council and the Assistant Secretary of Labor
for Labor-Management Relations were consolidated in an independent agency. As
President Carter explained, the arrangement under the Executive Order was "defective
because the Council members are part-time, they come exclusively from the ranks of
management, and their jurisdiction is fragmented." (Message from President Jimmy
Carter Transmitting Reorganization Plan No. 2 of 1978, May 23, 1978.)

While the statutory program was similar in many respects to the system that it
replaced, there were programmatic and structural differences that radically changed
federal-sector labor-management relations. Among the more significant changes
affecting the structure and operation of the new agency were:

» Establishment of the independent and bipartisan Authority to replace the
Council, whose members had been the heads of three executive agencies, and
given broad powers to remedy unfair labor practices and formal rulemaking
authority;

o Establishment of the independent Office of the General Counsel to investigate
and prosecute unfair labor practice charges; and

o The Statute made the Authority's final orders - which it issues in unfair labor
practice and negotiability decisions - subject to judicial review.

In addition, the Statute made significant substantive changes that would alter the
dynamics of labor-management relations, including:

o Requiring that collective-bargaining agreements contain grievance procedures
terminating in binding arbitration, and broadening the permissible scope of
negotiated grievance procedures;

» Requiring that agencies grant official time to exclusive representatives for
negotiating collective-bargaining agreements; and

o Changing the nature and scope of reserved management rights and the
exceptions to those rights.



FLRA Jurisdiction and Responsibilities

The jurisdiction defined for the newly created FLRA extended throughout the world to
wherever federal agencies covered by the Statute are located. Subsequent legislation
further expanded the list of entities within FLRA's jurisdiction. For example, the
Panama Canal Act of 1979 extended the FLRA's jurisdiction to cover employees,
including foreign nationals, of the Panama Canal Commission and U.S. agencies in the
Panama Canal Zone, although this jurisdiction was terminated as of July 1, 1998. More
recently, the Presidential and Executive Office Accountability Act extended coverage
of the Statute to additional categories of employees of the Executive Office of the
President.

Coverage also has been modified over the years by Presidential Orders issued
pursuant to § 7103(b) based on national-security determinations. In November 1979,
President Carter excluded a number of agency subdivisions, principally in the
Department of Defense and Department of the Treasury. Subsequently, President
Reagan suspended the program with respect to certain overseas activities, and
exempted specific divisions of the Drug Enforcement Administration and the

U.S. Marshall's Service from the Statute's coverage. And, in January 2002, President
George W. Bush excluded several agencies and subdivisions within the Department of
Justice.

Through subsequent legislation, Congress expanded the responsibilities of the

FLRA's components. For example, the Foreign Service Act of 1980 established a labor-
management relations program for the members of the U.S. Foreign Service. The
Chair of the FLRA also heads the Foreign Service Labor Relations Board and appoints
its members and the members of the Foreign Service Impasse Disputes Panel; the
FLRA General Counsel serves as General Counsel to the Board; and the Chair of the
Federal Service Impasses Panel serves as a member of the Foreign Service Impasse
Disputes Panel. In 1982, the Federal Service Impasses Panel gained authority to rule
on negotiation impasses regarding alternative work schedules. And, in 1994, Congress
assigned the Authority specific responsibilities concerning the certification of
bargaining units resulting from reorganizations within the Department of Agriculture.

In addition to statutory changes related to the FLRA's program responsibilities,
legislation subsequent to 1978 has affected the administrative operations of the
agency. Forexample, in 1984 Congress designated the Chair of the FLRA as the
agency's Chief Executive and Administrative Officer, which led to more centralized
management and operations.
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To request to receive FLRAPress Releases, please email Aloysius Hogan.

Date™ Title

8/19/20 The FLRA Releases eFiling Training Video
PDFE (54 KB)

7/31/20 The FLRA's Updated Operating Status
PDF (62 KB)

7/09/20 The FLRA Adopts an Addition to Its Requlations Concerning Revoking
Written Assignments for the Payment of Union Dues
PDF (37 KB)

6/29/20 The FLRA Releases Updated Organizational Chart
PDF (37 KB)

6/23/20 The FLRA's Updated Operating Status
PDF (61 KB)

6/05/20 FLRA REP Hearings to be Conducted by Videoconference
PDFE (36 KB)
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Date™ Title

5/14/20 The FLRA Publishes Digests of Authority Decisions, Completing Two-Year
Strateqgic Initiative
PDF (61 KB)

5/11/20 The FLRA's Updated Operating Status
PDFE (91 KB)

4/29/20  The FLRA on YouTube
PDF (211 KB)

4/17/20 Federal Labor Relations Authority Updated Operating Status
PDF (128 KB)

3/31/20 Authority Solicits Comments on a Request for a General Statement of Policy
or Guidance
PDF (36 KB)

3/25/20 Authority Solicits Comments on a Request for a General Statement of Policy
or Guidance
PDF (36 KB)

3/20/20 Federal Labor Relations Authority Operating Status
PDF (126 KB)

3/19/20 The FLRA Proposes an Addition to its Regulations Concerning Revoking
Written Assignments for the Payment of Union Dues
PDEF (107 KB)

3/12/20 President Trump Appoints Michael Lucci to the Federal Service Impasses
Panel
PDF (36 KB)

2/14/20 The FLRA Announces New Appointment to the Foreign Service Impasse

Disputes Panel
PDF (100 KB)
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Date™ Title

1/28/20 The FLRA Reopens Comment Period on Proposed Requlation Change
PDF (111 KB)

1/23/20 The FLRA Solicits Comments on a Request for a General Statement of Policy
or Guidance
PDF (98 KB)

1/14/20 The FLRA Seeks Comments on Proposed Regulation Change
PDF (106 KB)

1/14/20 President Trump Reappoints Members to the Federal Service Impasses Panel
PDF (111 KB)

12/23/19 The FLRA Proposes Revisions to its Negotiability Requlations to Improve and
Expedite the Review of Negotiability Appeals
PDF (321 KB)

12/09/19 President Trump Appoints Patrick Wright to the Federal Services Impasses
Panel
PDF (109 KB)

12/05/19 Unfair Labor Practice Case Processing in the Absence of a General Counsel
PDF (128 KB)

12/03/19 Federal Service Impasses Panel Ratifies Prior Decisions
PDF (106 KB)

10/08/19 President Trump Appoints Two New Members to the Federal Service
Impasses Panel
PDF (109 KB)
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FLRA NEWS

FEDERAL LABOR RELATIONS AUTHORITY - WASHINGTON, DC 20424

Contact: Richard P. Burkard www.flra.gov FOR IMMEDIATE RELEASE
202-218-7279 October 8, 2019

PRESIDENT TRUMP APPOINTS TWO NEW MEMBERS TO THE
FEDERAL SERVICE IMPASSES PANEL

The FLRA is pleased to announce that President Donald J. Trump has appointed Robert J. Gilson and
Maxford Nelsen to serve as Members of the Federal Service Impasses Panel (Panel), an independent
entity within the Federal Labor Relations Authority (FLRA). The Panel Chairman and Members
serve on a part-time basis and assist in resolving negotiation impasses between federal agencies and
labor organizations. FLRA Chairman Colleen Duffy Kiko expressed her pleasure at the
appointments.

Robert J. Gilson will serve a five-year term expiring October 2, 2024. Mr. Gilson began his federal
career with the U.S. Civil Service Commission, and has held labor and employee relations,
managerial, and agency advocacy positions with the Office of Personnel Management, the Navy, the
Army, the Department of Treasury, and the National Transportation Safety Board (NTSB), where he
served as Chief of Labor and Employee Relations. He is proud of his role in helping to establish the
NTSB Training Academy, located on the Loudoun County, Virginia Campus of the George
Washington University. During his federal career, Mr. Gilson served as chief negotiator on
numerous labor agreements and represented agencies before the FLRA, the Panel, the Merit Systems
Protection Board, the Equal Employment Opportunity Commission, and arbitrators.

Since retiring from federal service in 2001, Mr. Gilson continued to represent federal agencies before
the FLRA, the Panel, and the Federal Mediation and Conciliation Service. In recent years, he
developed and delivered a number of advanced Labor and Employee Relations training courses, and
has spoken at many conferences on labor and employee relations issues. He has trained thousands of
federal negotiators, supervisors, and managers over the course of more than 40 years.

Mr. Gilson is the author or co-author of nine books for federal managers. Since 2004, he has also
written more than 500 articles about labor and employee relations issues for FedSmith.com, a news
website devoted to federal sector employment issues. Mr. Gilson holds a bachelor’s degree from St.
Joseph’s University in Philadelphia.

Maxford Nelsen will also serve a five-year term expiring October 2, 2024. Mr. Nelsen is the
director of labor policy for the Freedom Foundation, where he leads the organization’s research,
advises its strategic litigation program, and advances its government affairs efforts. His research on
labor and economic policy has formed the basis of several briefs submitted to the U.S. Supreme
Court. Mr. Nelsen’s work has been published in local newspapers around the country as well as the
Wall Street Journal, Forbes, The Hill, and the National Review. His commentary on labor policy
issues has been featured in media outlets like the New York Times, Fox News, and the PBS News
Hour. Prior to joining the Freedom Foundation, Mr. Nelsen worked for WashingtonVotes.org and
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the Washington Policy Center. He graduated magna cum laude from Whitworth University with a
bachelor’s degree in political science. Mr. Nelsen resides in Olympia, Washington, with his wife and
son.

HH#

The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute (the Statute).

The Panel resolves impasses between federal agencies and unions representing federal employees
arising from negotiations over conditions of employment under the Statute and the Federal
Employees Flexible and Compressed Work Schedules Act.

For further information regarding the Panel or these appointments, contact Kimberly Moseley,
Executive Director of the Panel, at (202) 218-7790.
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FEDERAL LABOR RELATIONS AUTHORITY - WASHINGTON, DC 20424

Contact: Richard P. Burkard www.flra.gov FOR IMMEDIATE RELEASE
202-218-7279 December 3, 2019

FEDERAL SERVICE IMPASSES PANEL RATIFIES PRIOR DECISIONS

Today, the Federal Service Impasses Panel (“FSIP”’) announced it has ratified all of the final
decisions and orders that it issued between September 2017 and November 25, 2019.

FSIP took this action in light of President Trump’s November 12, 2019 memorandum
concurrently delegating authority to the Federal Labor Relations Authority (“FLRA”) to remove FSIP
members. The President’s memorandum was designed to facilitate effective supervision of the FSIP
by the FLRA, of which the FSIP is a sub-component, so as to remove any doubt regarding the
constitutionality of its structure and the validity of its decisions.

In announcing the ratification, FSIP Chairman Mark A. Carter stated: “For over 40 years,
FSIP has provided prompt and effective assistance in resolving federal-sector bargaining impasses.
During that time, the FSIP’s Chairman and members have been subject to appointment and removal
by the President alone, while its orders and decisions have been subject to review both by agency
heads and the FLRA via the unfair labor practice procedure.”

“The President’s recent memorandum reaffirms that FSIP is structured as a sub-component of
the FLRA that is subject to its concurrent oversight. We welcome the clarification, and have taken
the step of reaffirming our decisions and orders since September 2017 in order to remove any doubt
about the validity of our orders and the constitutionality of our structure.”

FSIP is a sub-component of the FLRA that resolves bargaining impasses between federal
agencies and unions after mediation efforts have failed. FSIP’s members are Presidential appointees
who serve on a part-time basis as needed to hear cases.

The November 25, 2019 minute of FSIP’s action ratifying its decisions can be viewed here.

HiH#

The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.

FSIP resolves impasses between federal agencies and unions representing federal employees arising
from negotiations over conditions of employment under the Statute and the Federal Employees
Flexible and Compressed Work Schedules Act.
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FLRA NEWS

FEDERAL LABOR RELATIONS AUTHORITY - WASHINGTON, DC 20424

Contact: Richard P. Burkard www.flra.gov FOR IMMEDIATE RELEASE
202-218-7279 December 5, 2019

UNFAIR LABOR PRACTICE CASE PROCESSING
IN THE ABSENCE OF A GENERAL COUNSEL

In light of recent media reports, Federal Labor Relations Authority (FLRA) Chairman Colleen
Dufty Kiko and Deputy General Counsel Charlotte A. Dye wish to clarify the FLRA’s process for
making determinations on the merits in unfair labor practice charges (ULPs).

During the period in which there has been no confirmed General Counsel or Acting General
Counsel (since November 17, 2017), some media outlets have stated or implied that the FLRA, or a
component thereof, had determined that various unfair labor practices had occurred, when in fact no
complaint has issued.

When the FLRA lacks a General Counsel, Regional Directors and other employees within the
Office of the General Counsel continue the Office of the General Counsel’s regular practice of
conducting investigations of unfair labor practice charges to make a recommendation as to whether
an unfair labor practice occurred (a determination on the merits of the charge). While Regional
Directors make internal, non-binding recommendations on issuing complaints to the Office of the
General Counsel, it is for the General Counsel alone to determine whether a complaint should issue
based on those recommendations.

No Regional Director, in the absence of a General Counsel or Acting General Counsel, may
issue unfair labor practice complaints. The General Counsel, or someone acting in the place of the
General Counsel, is the only person given the authority under the Federal Service Labor-Management
Relations Statute to authorize the issuance of unfair labor practice complaints. 5 U.S.C. §§
7104(£)(2)(B), 7118(a)(1); see also Clark v. FLRA, 782 F.2d 701, 704 (D.C. Cir. 2015); Turgeon v.
FLRA, 677 F.2d 937, 940 (D.C. Cir. 1982).

Even once the General Counsel has issued a complaint, it remains for an Administrative Law
Judge to determine, after the Regional Office and the parties present their evidence at a trial, whether
an unfair labor practice has actually occurred. The Administrative Law Judge’s decision may then be
appealed to the FLRA’s three-member adjudicative body and then to the appropriate Federal court of
appeals.

Communications from a Regional Office, including a Regional Director, do not constitute a
determination that an unfair labor practice has occurred. Any media reports to the contrary are not
accurate.

HH#
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The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.
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Contact: Richard P. Burkard www.flra.gov FOR IMMEDIATE RELEASE
202-218-7279 December 9, 2019

PRESIDENT TRUMP APPOINTS PATRICK WRIGHT TO THE
FEDERAL SERVICE IMPASSES PANEL

The FLRA is pleased to announce that President Donald J. Trump has appointed Patrick Wright to
serve as a Member of the Federal Service Impasses Panel (Panel), a component within the Federal
Labor Relations Authority (FLRA). The Panel Chairman and Members serve on a part-time basis
and provide assistance in resolving negotiation impasses between federal agencies and labor
organizations. FLRA Chairman Colleen Duffy Kiko expressed her pleasure at the appointment.

Patrick Wright will serve the remainder of a five-year term expiring January 10, 2024. Mr. Wright
is Vice President for Legal Affairs at the Mackinac Center for Public Policy, where he directs the
Mackinac Center Legal Foundation. He joined the Center in 2005 after serving for three years as a
Michigan Supreme Court commissioner, a post in which he made recommendations to the court
concerning which state appeals court cases it should hear. Prior to that, he spent four years as an
assistant attorney general for the State of Michigan, where he gained significant litigation and
appellate advocacy experience. Mr. Wright joined the state Attorney General’s Office after serving
as a policy advisor in the Senate Majority Policy Office of the Michigan Senate. He also spent two
years as a law clerk to the Honorable H. Russell Holland, a United States district court judge in
Alaska.

Aside from directly representing clients, Mr. Wright has filed numerous amicus briefs, including
many to the United States Supreme Court. In addition to being featured in many state publications
and on national media outlets, his work has been published in The Wall Street Journal, The
Washington Post, and The Hill.

Mr. Wright received his law degree, with honors, from George Washington University in 1994. He
received his undergraduate degree in political science from the University of Michigan in 1990.
Mr. Wright lives in Midland, Michigan, with his wife and sons.
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The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute (the Statute).

The Panel resolves impasses between federal agencies and unions representing federal employees
arising from negotiations over conditions of employment under the Statute and the Federal
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Employees Flexible and Compressed Work Schedules Act.

For further information regarding the Panel or this appointment, contact Kimberly Moseley,
Executive Director of the Panel, at (202) 218-7991.
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This section of the FEDERAL REGISTER
contains notices to the public of the proposed
issuance of rules and regulations. The
purpose of these notices is to give interested
persons an opportunity to participate in the
rule making prior to the adoption of the final
rules.

FEDERAL LABOR RELATIONS
AUTHORITY

5 CFR Part 2424
Negotiability Proceedings

AGENCY: Federal Labor Relations
Authority.

ACTION: Proposed rule with request for
comments.

SUMMARY: The Federal Labor Relations
Authority (FLRA) intends to revise the
regulations governing negotiability
appeals to better “expedite
proceedings,” consistent with
Congress’s direction, and with the
FLRA'’s goal in its strategic plan to
“ensure quality, timely . . . decision-
making processes.” The proposed rule is
designed to streamline the adjudication
process for negotiability appeals,
resulting in more timely decisions for
the parties.

DATES: Written comments must be
received on or before January 22, 2020.
ADDRESSES: You may send comments,
which must include the caption
“Negotiability Proceedings,” by one of
the following methods:

e Email: FedRegComments@flra.gov.
Include “Negotiability Proceedings” in
the subject line of the message.

e Mail or Hand Delivery: Emily
Sloop, Chief, Case Intake and
Publication, Federal Labor Relations
Authority, Docket Room, Suite 200,
1400 K Street NW, Washington, DC
20424-0001.

Instructions: Please do not email
comments if you have mailed or hand
delivered the same comments.

FOR FURTHER INFORMATION CONTACT:
Rebecca Osborne, Deputy Solicitor, at
rosborne@flra.gov or at: (202) 218-7986.

SUPPLEMENTARY INFORMATION:

Background

The Federal Service Labor-
Management Relations Statute (the
Statute) authorizes the FLRA to
adjudicate a number of matters related
to federal sector labor-management

relations, including negotiability
appeals. Specifically, the Statute
provides that “if an agency involved in
collective bargaining with an exclusive
representative alleges that the duty to
bargain in good faith does not extend to
any matter, the exclusive representative
may appeal the allegation to the
Authority in accordance with the
provisions of this subsection.” 5 U.S.C.
7117(c)(1). The Statute provides further
that “[tlhe Authority shall expedite
proceedings under this subsection to the
extent practicable and shall issue. . . a
written decision on the allegation and
specific reasons therefor at the earliest
practicable date.” 5 U.S.C. 7117(c)(6).
The proposed changes are intended to
allow the Authority to expedite
negotiability appeal proceedings to
allow for a written decision at the
earliest practicable date.

Analysis of the Regulations

Section 2424.2 Definitions

Section 2424.2 clarifies the definition
of a “bargaining obligation dispute” and
provides an additional example of such
a dispute. The section also changes the
definition of Alternative Dispute
Resolution to reflect the current
practice. The section adds several
examples of a “negotiability dispute” to
provide a more complete, but not
necessarily exhaustive, list. The section
proposes removing the definition of
‘““severance’’ because it is unclear
whether providing for severance of a
proposal or provision adds value to the
adjudicatory process. Other changes to
the regulations will allow for FLRA
consideration of particular matters
when those matters are submitted as
distinct proposals or provisions.
However, as discussed in connection
with section 2424.22, the Authority is
also considering a second option that
would limit the opportunities for
severance, rather than eliminating it
completely.

Section 2424.10 is amended to change
the heading to ““Alternative Dispute
Resolution” and is clarified to explain
that the use of alternative dispute
resolution is at the discretion of the
FLRA.

Section 2424.11 is amended so
paragraph (a) requires an exclusive
representative to put in writing its
request that an agency provide a written
allegation concerning the duty to
bargain. Paragraph (b) is amended to

obligate an agency to respond within ten
(10) days to an exclusive
representative’s written request for a
written allegation concerning the duty
to bargain. The section clarifies that if
an exclusive representative chooses to
file a petition based on an unrequested
written allegation concerning the duty
to bargain, then the petition must be
filed within fifteen (15) days after the
date of service of the unrequested
written allegation.

Section 2424.21 is amended to state
that if an agency fails to respond to a
written request for a written allegation
within ten (10) days of the request, then
the exclusive representative may file a
petition within the next sixty (60) days.
If the agency serves a written allegation
on the exclusive representative more
than ten (10) days after receiving a
written request for such allegation, and
a petition has not yet been filed, then
the petition must be filed within fifteen
(15) days of the service of that
allegation. If the exclusive
representative files a petition after the
expiration of the ten (10) day period,
and the agency subsequently serves a
written allegation on the exclusive
representative, then the FLRA will
consider the appeal based upon the
petition filed prior to the allegation but
may allow the exclusive representative
to amend the petition. However, the
exclusive representative may not file an
additional petition. The FLRA is seeking
to prevent negotiability disputes from
lingering unresolved for a potentially
unlimited period of time, to avoid the
inefficiencies of adjudicating stale
disputes, and to reduce the potential
surprise of a negotiability petition being
filed long after a written request for an
allegation of nonnegotiability was
served. The FLRA seeks comments on
whether the proposed language would
meet those objectives, and the FLRA
welcomes comments with alternative
proposals to meet those objectives.

Section 2424.22 adds a new paragraph
to allow for division of matters into
proposals or provisions. Although the
FLRA is proposing the revised
subsection wording in this notice, the
FLRA is also considering another
possible option. It requests comments
on the advantages and disadvantages of
both options:

Option 1. Eliminating severance
altogether and replacing it with the
proposed wording in this notice.
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Option 2. Allowing only one point in
the filing process at which an exclusive
representative may request severance.
Under this option, the FLRA seeks
comments on: (a) When during the filing
process this opportunity to request
severance should occur; and (b) the
advantages and disadvantages of
automatically granting all timely
severance requests in order to reduce
the burden of litigating and resolving
these requests. If the FLRA were to
automatically grant all timely requests,
then: (1) The exclusive representative
would bear the burden of requesting
severance in a manner that allowed each
severed portion to stand alone, and the
burden of explaining the meaning and
operation of each portion; (2) even if the
exclusive representative failed to meet
those burdens, the FLRA would
automatically grant severance as
requested; and (3) where the exclusive
representative failed to meet those
burdens, after automatically granting
severance, the FLRA would find the
severed portions outside the duty to
bargain, based on the failure to provide
an adequate record.

Section 2424.22 also requires greater
specificity in what must be included in
a petition and requires the submission
of relevant documents. The section is
also amended to require that an
exclusive representative respond in a
petition to any specific arguments that
are set forth in an agency’s written
allegation concerning the duty to
bargain or an agency head’s disapproval
of an agreement.

Section 2424.23 is amended to clarify
that the decision to hold a post-petition
conference is at the discretion of the
FLRA and that, regardless of whether
one does occur, the parties must observe
all filing deadlines. The FLRA seeks
comments on the most appropriate
juncture, within the stages of pleading,
for the post-petition conference to
occur, in cases where a conference is
held. The section is also amended to
clarify that the FLRA may take other
appropriate action, in the exercise of its
discretion, to aid in decision making,
regardless of whether a post-petition
conference occurs.

Section 2424.24 clarifies the content
of the agency’s statement of position,
requires greater specificity about certain
matters within the statement of position,
and requires the submission of relevant
documents.

Section 2424.25 clarifies what is to be
included in the exclusive
representative’s response and removes
surplus language. This section is
amended to limit the content of the
response to matters raised for the first
time in the agency’s statement of

position. Because changes to section
2424.22 would require the exclusive
representative to address, in its petition,
specific arguments in an agency’s
written allegation concerning the duty
to bargain or an agency head’s
disapproval of an agreement, the
exclusive representative could not wait
until filing its response under section
2424.25 to address those matters. Any
facts or arguments that should be
included in the petition in accordance
with the changes to section 2424.22, but
are not included in the petition, would
be barred from consideration in the
exclusive representative’s response
under section 2424.25.

Section 2424.26 is amended to
shorten the time period for the agency’s
submission of a reply to the exclusive
representative’s response to ten (10)
days and specifies the content to be
included. The section also reorganizes
the content requirements.

Section 2424.27 removes the time
period for filing additional submissions
authorized in the discretion of the
FLRA. When authorizing additional
submissions, the FLRA will establish
the deadline for their submission.

Section 2424.30, in paragraph (a),
clarifies when the deadline begins to
run for refiling a petition that was
previously dismissed without prejudice
by the FLRA in the case of a related
grievance that was administratively
resolved. The FLRA requests comments
on whether the proposed clarification
accurately captures all of the scenarios
under which a grievance mentioned in
this subsection could be
administratively resolved. Subsection
(b) of the section clarifies the process by
which the FLRA will resolve matters
under various factual scenarios.

Section 2424.31 is amended to
include a new heading that more
accurately reflects its contents, and to
make other minor wording changes.

Section 2424.32 is amended to
highlight that the parties’ failures to
explain their positions thoroughly could
lead to an adverse ruling, and that
assessing the consequences of such a
failure (e.g., waiver, concession) is
within the discretion of the FLRA.

Section 2424.40 is amended to make
conforming changes to reflect the
proposed removal of severance. The
section also proposes altering the
content of an FLRA order where it finds
a duty to bargain by deleting the
reference to a “‘request” to bargain
concerning the proposal. The FLRA
seeks comments on whether the
“request” wording serves a useful
purpose. The wording may imply that
the burden is on an exclusive
representative to re-start negotiations

following a negotiability decision, and
that the agency is not obligated to take
any action until the exclusive
representative requests that the agency
do so.

Section 2424.41 proposes altering the
description of noncompliance with an
FLRA order by deleting wording that is
already present in section 2424.40. As
with the proposed change to section
2424.40, the FLRA seeks comments on
whether this wording serves a useful
purpose or whether it is duplicative of
the wording in 2424.40. In addition, this
section proposes adding a deadline of
thirty (30) days for an exclusive
representative to report the failure to
comply with an order, following the
expiration of the 60-day period under 5
U.S.C. 7123(a).

Section 2424.50 is amended to
explain the criteria in the section are
illustrative and there may be other, or
more appropriate, examples of an
agency rule or regulation for which
there is a compelling need. The FLRA
solicits specific examples of an agency
rule or regulation for which there is a
compelling need and appropriate
illustrative criteria that would establish
a compelling need for the rule or
regulation.

Executive Order 12866

The FLRA is an independent
regulatory agency, and as such, is not
subject to the requirements of E.O.
12866.

Executive Order 13132

The FLRA is an independent
regulatory agency, and as such, is not
subject to the requirements of E.O.
13132.

Regulatory Flexibility Act Certification

Pursuant to section 605(b) of the
Regulatory Flexibility Act, 5 U.S.C.
605(b), the Chairman of the FLRA has
determined that this rule, as amended,
will not have a significant impact on a
substantial number of small entities,
because this rule applies only to federal
agencies, federal employees, and labor
organizations representing those
employees.

Executive Order 13771, Reducing
Regulation and Controlling Regulatory
Costs

This proposed rule is not expected to
be subject to the requirements of E.O.
13771 (82 FR 9339, Feb. 3, 2017)
because this proposed rule is expected
to be related to agency organization,
management, or personnel.
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Executive Order 13132, Federalism

This regulation will not have
substantial direct effects on the States,
on the relationship between the
National Government and the States, or
on distribution of power and
responsibilities among the various
levels of government. Therefore, in
accordance with Executive Order 13132,
this proposed rule does not have
sufficient federalism implications to
warrant preparation of a Federalism
assessment.

Executive Order 12988, Civil Justice
Reform

This regulation meets the applicable
standard set forth in section 3(a) and
(b)(2) of Executive Order 12988.

Unfunded Mandates Reform Act of
1995

This rule change will not result in the
expenditure by state, local, and tribal
governments, in the aggregate, or by the
private sector, of $100,000,000 or more
in any one year, and it will not
significantly or uniquely affect small
governments. Therefore, no actions were
deemed necessary under the provisions
of the Unfunded Mandates Reform Act
of 1995.

Small Business Regulatory Enforcement
Fairness Act of 1996

This action is not a major rule as
defined by section 804 of the Small
Business Regulatory Enforcement
Fairness Act of 1996. This rule will not
result in an annual effect on the
economy of $100,000,000 or more; a
major increase in costs or prices; or
significant adverse effects on
competition, employment, investment,
productivity, innovation, or on the
ability of United States-based
companies to compete with foreign-
based companies in domestic and
export markets.

Paperwork Reduction Act of 1995

The amended regulations contain no
additional information collection or
record-keeping requirements under the
Paperwork Reduction Act of 1995, 44
U.S.C. 3501, et seq.

List of Subjects in 5 CFR Part 2424

Negotiability Proceedings.
Federal Labor Relations Authority.
Rebecca Osborne,

Federal Register Liaison.

Accordingly, for the reasons stated in
the preamble, FLRA proposes to amend
5 CFR part 2424 as follows:

PART 2424—[AMENDED]

m 1. The authority citation for part 2424
continues to read as follows:

Authority: 5 U.S.C. 7134.

m 2. Revise Section 2424.1 to read as
follows:

§2424.1 Applicability of this part.

This part applies to all petitions for
review filed on or after [DATE 30 DAYS
AFTER DATE OF PUBLICATION OF
THE FINAL RULE IN THE FEDERAL
REGISTER].

m 3. Amend § 2424.2 by:

m a. Revising paragraphs (a), (b), (c)(2)
and (c)(3);

m b. Adding paragraphs (c)(4) through
(8); and

m c. Revising paragraphs (e) and (f);

m d. Removing paragraph (h);

m e. Redesignating paragraph (i) as (h);
and

m f. Revising newly redesignated
paragraph (h).

The revisions and additions to read as
follows:

§2424.2 Definitions.

* * * * *

(a) Bargaining obligation dispute
means a disagreement between an
exclusive representative and an agency
concerning whether, in the specific
circumstances involved in a particular
case, the parties are obligated by law to
bargain over a proposal that otherwise
may be negotiable. Examples of
bargaining obligation disputes include
disagreements between an exclusive
representative and an agency
concerning agency claims that:

(1) A proposal concerns a matter that
is covered by a collective bargaining
agreement;

(2) Bargaining is not required because
there has not been a change in
bargaining unit employees’ conditions
of employment; and

(3) The exclusive representative is
attempting to bargain at the wrong level
of the agency.

(b) Alternative Dispute Resolution
refers to the Federal Labor Relations
Authority’s efforts to assist parties in
reaching agreements to resolve disputes.

(C] N

(2) Directly affects bargaining-unit
employees’ conditions of employment;

(3) Enforces an “‘applicable law,”
within the meaning of 5 U.S.C.
7106(a)(2);

(4) Concerns a matter negotiable at the
election of the agency under 5 U.S.C.
7106(b)(1);

(5) Constitutes a “‘procedure” or
“appropriate arrangement” within the
meaning of 5 U.S.C. 7106(b)(2) and (3),
respectively;

(6) Is consistent with an Executive
Order;

(7) Is consistent with a Government-
wide rule or regulation; and

(8) Is negotiable notwithstanding
agency rules or regulations because:

(i) The proposal or provision is
consistent with agency rules or
regulations for which a compelling need
exists under 5 U.S.C. 7117(a)(2);

(ii) The agency rules or regulations
violate applicable law, rule, regulation,
or appropriate authority outside the
agency;

(iii) The agency rules or regulations
were not issued by the agency or by any
primary national subdivision of the
agency;

(iv) The exclusive representative
represents an appropriate unit including
not less than a majority of the
employees in the rule- or regulation-
issuing agency or primary national
subdivision; or

(v) No compelling need exists for the
rules or regulations to bar negotiations.
* * * * *

(e) Proposal means any matter offered
for bargaining that has not been agreed
to by the parties. If a petition for review
concerns more than one proposal, then
the term “proposal” includes each
proposal concerned.

(f) Provision means any matter that
has been disapproved by the agency
head on review pursuant to 5 U.S.C.
7114(c). If a petition for review concerns
more than one provision, then the term
“provision” includes each provision
concerned.
* * *

(h) Written allegation concerning the
duty to bargain means an agency
allegation that the duty to bargain in
good faith does not extend to a proposal.
H 4. Revise § 2424.10 to read as follows:

* *

§2424.10 Alternative Dispute Resolution.
Where an exclusive representative
and an agency are unable to resolve
disputes that arise under this part, they
may request that the Office of Case
Intake and Publication refer them to
alternative dispute resolution. As
resources permit, and in the discretion
of the Authority, the FLRA may attempt
to assist the parties to resolve these
disputes. Parties seeking information or
assistance under this part may call or
write the Office of Case Intake and
Publication at (202) 218-7740, 1400 K
Street NW, Washington, DC 20424—
0001.
m 5. Revise § 2424.11 to read as follows:

§2424.11 Requesting and providing
written allegations concerning the duty to
bargain.

(a) General. An exclusive
representative may file a petition for
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review after receiving a written
allegation concerning the duty to
bargain from the agency. An exclusive
representative also may file a petition
for review if it requests in writing that
the agency provide it with a written
allegation concerning the duty to
bargain and the agency does not
respond to the request within ten (10)
days.

(b) Agency allegation in response to
request. The agency has an obligation to
respond within ten (10) days to a
written request by the exclusive
representative for a written allegation
concerning the duty to bargain. The
agency’s allegation in response to the
exclusive representative’s request
response must be in writing and must be
served in accord with § 2424.2(g).

(c) Unrequested agency allegation. If
an agency provides an exclusive
representative with an unrequested
written allegation concerning the duty
to bargain, then the exclusive
representative may either file a petition
for review under this part, or continue
to bargain and subsequently request in
writing a written allegation concerning
the duty to bargain, if necessary. If the
exclusive representative chooses to file
a petition for review based on an
unrequested written allegation
concerning the duty to bargain, then the
time limit in § 2424.21(a)(1) applies.

m 6. Amend § 2424.21 by revising
paragraph (b) amending paragraph (b)
introductory text and paragraph (b)(1) to
read as follows:

§2424.21
for review.
* * * * *

Time limits for filing a petition

(b) If the agency has not served a
written allegation on the exclusive
representative within ten (10) days after
the agency’s principal bargaining
representative has received a written
request for such allegation, as provided
in §2424.11(a), then:

(1) The petition may be filed within
sixty (60) days after the expiration of the
ten (10) day period, subject to the
following:

(i) If the agency serves a written
allegation on the exclusive
representative more than ten (10) days
after receiving a written request for such
allegation, and the exclusive
representative has not previously filed a
petition under this paragraph, then the
petition must be filed within fifteen (15)
days after the date of service of that
allegation on the exclusive
representative;

(ii) If the agency serves a written
allegation on the exclusive
representative more than ten (10) days
after receiving a written request for such

allegation, and the exclusive
representative has previously filed a
petition under this paragraph, then the
Authority will consider the appeal filed
on the date of the previous petition. The
exclusive representative may not file an
additional petition, but the Authority
may allow amendments to the previous
petition based on the written allegation.

* * * * *

m 7. Revise § 2424.22 to read as follows:

§2424.22 Exclusive representative’s
petition for review; purpose; divisions;
content; service.

(a) Purpose. The purpose of a petition
for review is to initiate a negotiability
proceeding and provide the agency with
notice that the exclusive representative
requests a decision from the Authority
that a proposal or provision is within
the duty to bargain or not contrary to
law, respectively.

(b) Divisions. The petition will be
resolved according to how the exclusive
representative divides matters into
proposals or provisions. If the exclusive
representative seeks a negotiability
determination on particular matters
standing alone, then the exclusive
representative must submit those
matters as distinct proposals or
provisions.

(c) Content. You must file a petition
for review on a form that the Authority
has provided for that purpose, or in a
substantially similar format. You meet
this requirement if you file your petition
electronically through use of the eFiling
system on the FLRA’s website at
www.flra.gov. That website also
provides copies of petition forms. You
must date the petition, unless you file
it electronically through use of the
FLRA'’s eFiling system. And, regardless
of how you file the petition, you must
ensure that it includes the following:

(1) The exact wording and
explanation of the meaning of the
proposal or provision, including an
explanation of special terms or phrases,
technical language, or other words that
are not in common usage, as well as
how the proposal or provision is
intended to work;

(2) Specific citation to any law, rule,
regulation, section of a collective
bargaining agreement, or other authority
on which you rely in your argument or
that you reference in the proposal or
provision, and a copy of any such
material that the Authority cannot easily
access (which you may upload as
attachments if you file the petition
electronically through use of the FLRA’s
eFiling system);

(3) An explanation of how the cited
law, rule, regulation, section of a
collective bargaining agreement, or

other authority relates to your argument,
proposal, or provision;

(4) A statement as to whether the
proposal or provision is also involved in
an unfair labor practice charge under
part 2423 of this subchapter, a grievance
pursuant to the parties’ negotiated
grievance procedure, or an impasse
procedure under part 2470 of this
subchapter, and whether any other
petition for review has been filed
concerning a proposal or provision
arising from the same bargaining or the
same agency head review; and

(5) Documents relevant to the
statement, including a copy of any
related unfair labor practice charge,
grievance, request for impasse
assistance, or other petition for review.

(d) Response. Where the agency’s
written allegation concerning the duty
to bargain, or the agency head’s
disapproval, relies on a specific law,
rule, regulation, section of a collective
bargaining agreement, or other authority
to support the agency’s bargaining-
obligation or negotiability claims, the
exclusive representative must respond
to those specific claims in the petition
for review.

(e) Service. The petition for review,
including all attachments, must be
served in accord with § 2424.2(g).

m 8. Amend § 2424.23 by:

m a. Revising paragraphs (a), (b)(4), and
(c); and

m b. Adding paragraphs (d) and (e).

The additions and revisions to read as
follows:

§2424.23 Post-petition conferences;
conduct and record.

(a) Scheduling a post-petition
conference. The FLRA may, in its
discretion, schedule a post-petition
conference to be conducted by an FLRA
representative by telephone, in person,
or through other means. Unless the
Authority or an FLRA representative
directs otherwise, parties must observe
all time limits in this part, regardless of
whether a post-petition conference is
conducted or may be conducted.

(b) EE

(4) Status of any proposal or provision
that is also involved in an unfair labor
practice charge under part 2423 of this
subchapter, in a grievance under the
parties’ negotiated grievance procedure,
or an impasse procedure under part
2470 of this subchapter.

* * * * *

(c) Discretionary extension of time
limits. The FLRA representative may, on
determining that it will effectuate the
purposes of the Federal Service Labor—
Management Relations Statute, 5 U.S.C.
7101 et seq., and this part, extend the
time limits for filing the agency’s
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statement of position and any
subsequent filings.

(d) Record of the conference. After the
post-petition conference has been
completed, the representative of the
FLRA will prepare and serve on the
parties a written statement that includes
whether the parties agree on the
meaning of the disputed proposal or
provision, the resolution of any
disputed factual issues, and any other
appropriate matters.

(e) Hearings. Instead of, or in addition
to, conducting a post-petition
conference, the Authority may exercise
its discretion under § 2424.31 to hold a
hearing or take other appropriate action
to aid in decision making.

m 9. Amend § 2424.24 by:

m a. Revising the heading of the section;
m b. Revising paragraphs (a) and (b);

m c. Revising the introductory text of
paragraph (c)(2);

m d. Revising paragraphs (c)(3) and
(c)(4);

m e. Removing paragraph (d); and

m f. Redesignating paragraph (e) as
paragraph (d).

§2424.24 Agency’s statement of position;
purpose; time limits; content; service.

(a) Purpose. The purpose of the
agency’s statement of position is to
inform the Authority and the exclusive
representative why a proposal or
provision is not within the duty to
bargain or contrary to law, respectively,
and whether the agency disagrees with
any facts or arguments made by the
exclusive representative in the petition.

(b) Time Iimit for filing. The agency
must file its statement of position
within thirty (30) days after the date the
head of the agency receives a copy of
the petition for review.

(C) * x %

(2) Set forth in full your position on
any matters relevant to the petition that
you want the Authority to consider in
reaching its decision, including: A
statement of the arguments and
authorities supporting any bargaining
obligation or negotiability claims; any
disagreement with claims that the
exclusive representative made in the
petition for review; specific citation to,
and explanation of the relevance of, any
law, rule, regulation, section of a
collective bargaining agreement, or
other authority on which you rely; and
a copy of any such material that the
Authority may not easily access (which
you may upload as attachments if you
file your statement of position
electronically through use of the FLRA’s
eFiling system). Your statement of
position must also include the

following:
* * * * *

(3) Status of any proposal or provision
that is also involved in an unfair labor
practice charge under part 2423 of this
subchapter, a grievance pursuant to the
parties’ negotiated grievance procedure,
or an impasse procedure under part
2470 of this subchapter, and whether
any other petition for review has been
filed concerning a proposal or provision
arising from the same bargaining or the
same agency head review; and

(4) If they have not already been
provided with the petition, documents
relevant to the updates, including a
copy of any related unfair labor practice
charge, grievance, request for impasse
assistance, or other petition for review.

(d) Service. A copy of the agency’s
statement of position, including all
attachments, must be served in accord
with § 2424.2(g).

m 10. Revise § 2424.25 toread as
follows:

§2424.25 Response of the exclusive
representative; purpose; time limits;
content; service.

(a) Purpose. The purpose of the
exclusive representative’s response is to
inform the Authority and the agency
why, despite the agency’s arguments in
its statement of position, the proposal or
provision is within the duty to bargain
or not contrary to law, respectively, and
whether the union disagrees with any
facts or arguments made for the first
time in the agency’s statement of
position.

(b) Time limit for filing. Within fifteen
(15) days after the date the exclusive
representative receives a copy of an
agency'’s statement of position, the
exclusive representative must file a
response.

(c) Content. You must file your
response on a form that the Authority
has provided for that purpose, or in a
substantially similar format. You meet
this requirement if you file your
response electronically through use of
the eFiling system on the FLRA’s
website at www.flra.gov. That website
also provides copies of response forms.
You must limit your response to the
matters that the agency raised in its
statement of position. You must date
your response, unless you file it
electronically through use of the FLRA’s
eFiling system. And, regardless of how
you file your response, you must ensure
that it identifies any disagreement with
the agency’s bargaining-obligation or
negotiability claims. You must: State the
arguments and authorities supporting
your opposition to any agency
argument; include specific citation to,
and explanation of the relevance of, any
law, rule, regulation, section of a
collective bargaining agreement, or

other authority on which you rely; and
provide a copy of any such material that
the Authority may not easily access
(which you may upload as attachments
if you file your response electronically
through use of the FLRA’s eFiling
system). You are not required to repeat
arguments that you made in your
petition for review. If not included in
the petition for review, then you must
state the arguments and authorities
supporting your position on all of the
relevant bargaining-obligation and
negotiability matters identified in

§ 2424.2(a) and (c), respectively.

(d) Service. A copy of the response of
the exclusive representative, including
all attachments, must be served in
accord with § 2424.2(g).

m 11. Revise § 2424.26 to read as
follows:

§2424.26 Agency’s reply; purpose; time
limits; content; service.

(a) Purpose. The purpose of the
agency’s reply is to inform the Authority
and the exclusive representative
whether and why it disagrees with any
facts or arguments made for the first
time in the exclusive representative’s
response.

(b) Time limit for filing. Within ten
(10) days after the date the agency
receives a copy of the exclusive
representative’s response to the agency’s
statement of position, the agency may
file a reply.

(c) Content. You must file your reply
on a form that the Authority has
provided for that purpose, or in a
substantially similar format. You meet
this requirement if you file your reply
electronically through use of the eFiling
system on the FLRA’s website at
www.flra.gov. That website also
provides copies of reply forms. You
must limit your reply to matters that the
exclusive representative raised for the
first time in its response. You must date
your reply, unless you file it
electronically through use of the FLRA’s
eFiling system. And, regardless of how
you file your reply, you must ensure
that it identifies any disagreement with
the exclusive representative’s assertions
in its response, including your
disagreements with assertions about the
bargaining-obligation and negotiability
matters identified in § 2424.2(a) and (c).
You must: State the arguments and
authorities supporting your position;
include specific citation to, and
explanation of the relevance of, any law,
rule, regulation, section of a collective
bargaining agreement, or other authority
on which you rely; and provide a copy
of any such material that the Authority
may not easily access (which you may
upload as attachments if you file your
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reply electronically through use of the
FLRA'’s eFiling system). You are not
required to repeat arguments that you
made in your statement of position.

(d) Service. A copy of the agency’s
reply, including all attachments, must
be served in accord with § 2424.2(g).
W 12. Revise § 2424.27 to read as
follows:

§2424.27 Additional submissions to the
Authority.

The Authority will not consider any
submission filed by any party other than
those authorized under this part,
provided however that the Authority
may, in its discretion, grant permission
to file an additional submission based
on a written request showing
extraordinary circumstances by any
party. All documents filed under this
section must be served in accord with
§2424.2(g).

m 13. Revise § 2424.30 toread as
follows:

§2424.30 Procedure through which the
petition for review will be resolved.

(a) Exclusive representative has filed
related unfair labor practice charge or
grievance alleging an unfair labor
practice. Except for proposals or
provisions that are the subject of an
agency’s compelling need claim under 5
U.S.C. 7117(a)(2), the Authority will
dismiss a petition for review when an
exclusive representative files an unfair
labor practice charge pursuant to part
2423 of this subchapter or a grievance
alleging an unfair labor practice under
the parties’ negotiated grievance
procedure, and the charge or grievance
concerns issues directly related to the
petition for review filed pursuant to this
part. The dismissal will be without
prejudice to the right of the exclusive
representative to refile the petition for
review after the unfair labor practice
charge or grievance has been resolved
administratively, including resolution
pursuant to an arbitration award that
has become final and binding. No later
than thirty (30) days after the date on
which the unfair labor practice charge
or grievance is resolved
administratively, the exclusive
representative may refile the petition for
review, and the Authority will
determine whether resolution of the
petition is still required. For purposes of
this subsection, a grievance is resolved
administratively when:

(1) The exclusive representative
withdraws the grievance;

(2) The parties mutually resolve the
grievance;

(3) An arbitrator has issued an award
resolving the grievance, and the 30-day
period under 5 U.S.C. 7122(b) has

passed without an exception being filed;
or

(4) An arbitrator has issued an award
resolving the grievance, a party has filed
an exception to that award, and the
Authority has issued a decision
resolving that exception.

(b) Exclusive representative has not
filed related unfair labor practice charge
or grievance alleging an unfair labor
practice. The petition will be processed
as follows:

(1) No bargaining obligation dispute
exists. The Authority will resolve the
petition for review under the procedures
of this part.

(2) A bargaining obligation dispute
exists. The exclusive representative may
file an unfair labor practice charge
pursuant to part 2423 of this subchapter
or a grievance under the parties’
negotiated grievance procedure
concerning the bargaining obligation
dispute, and, where the exclusive
representative pursues either of these
courses, the Authority will proceed in
accord with paragraph (a) of this
section. If the exclusive representative
does not file an unfair labor practice
charge or grievance concerning the
bargaining obligation dispute, then the
Authority will proceed to resolve all
disputes necessary for disposition of the
petition unless, in its discretion, the
Authority determines that resolving all
disputes is not appropriate because, for
example, resolution of the bargaining
obligation dispute under this part would
unduly delay resolution of the
negotiability dispute, or the procedures
in another, available administrative
forum are better suited to resolve the
bargaining obligation dispute.

m 14. Amend § 2424.31 by revising the
introductory text and paragraph (c) to
read as follows:

§2424.31
action.
When necessary to resolve disputed
issues of material fact in a negotiability
or bargaining obligation dispute, or
when it would otherwise aid in decision
making, the Authority, or its designated
representative, may, in its discretion:
* * * * *

Hearings and other appropriate

(c) Refer the matter to a hearing
pursuant to 5 U.S.C. 7117(b)(3) or (c)(5);
or
* * * * *

m 15. Revise § 2424.32 toread as
follows:

§2424.32 Parties’ responsibilities; failure
to raise, support, or respond to arguments;
failure to participate in conferences or
respond to Authority orders.

(a) Responsibilities of the exclusive
representative. The exclusive

representative has the burden of
explaining the meaning, operation, and
effects of the proposal or provision; and
raising and supporting arguments that
the proposal or provision is within the
duty to bargain, within the duty to
bargain at the agency’s election, or not
contrary to law, respectively.

(b) Responsibilities of the agency. The
agency has the burden of explaining the
meaning, operation, and effects of the
proposal or provision, if the agency
disagrees with the exclusive
representative’s explanations; and
raising and supporting arguments that
the proposal or provision is outside the
duty to bargain or contrary to law,
respectively.

(c) Responsibilities to sufficiently
explain. Each party has the burden to
give sufficiently detailed explanations
to enable the Authority to understand
the party’s position regarding the
meaning, operation, and effects of a
proposal or provision. A party’s failure
to provide such explanations may affect
the Authority’s decision in a manner
that is adverse to the party.

(d) Failure to raise, support, and
respond to arguments. (1) Failure to
raise and support an argument may, in
the Authority’s discretion, be deemed a
waiver of such argument. Absent good
cause:

(i) Arguments that could have been
but were not raised by an exclusive
representative in the petition for review,
or made in its response to the agency’s
statement of position, may not be made
in this or any other proceeding; and

(ii) Arguments that could have been
but were not raised by an agency in the
statement of position, or made in its
reply to the exclusive representative’s
response, may not be raised in this or
any other proceeding.

(2) Failure to respond to an argument
or assertion raised by the other party
may, in the Authority’s discretion, be
treated as conceding such argument or
assertion.

(e) Failure to participate in
conferences; failure to respond to
Authority orders. Where a party fails to
participate in a post-petition conference
pursuant to § 2424.23, a direction or
proceeding under § 2424.31, or
otherwise fails to provide timely or
responsive information pursuant to an
Authority order, including an Authority
procedural order directing the
correction of technical deficiencies in
filing, the Authority may, in addition to
those actions set forth in paragraph (d)
of this section, take any other action
that, in the Authority’s discretion, it
deems appropriate, including dismissal
of the petition for review (with or
without prejudice to the exclusive
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representative’s refiling of the petition
for review), and granting the petition for
review and directing bargaining and/or
rescission of an agency head
disapproval under 5 U.S.C. 7114(c)
(with or without conditions).

m 16. Amend § 2424.40 by revising
paragraphs (b) and (c) to read as follows:

§2424.40 Authority decision and order.

* * * * *

(b) Cases involving proposals. If the
Authority finds that the duty to bargain
extends to the proposal, then the
Authority will order the agency to
bargain concerning the proposal. If the
Authority finds that the duty to bargain
does not extend to the proposal, then
the Authority will dismiss the petition
for review. If the Authority finds that
the proposal is bargainable only at the
election of the agency, then the
Authority will so state. If the Authority
resolves a negotiability dispute by
finding that a proposal is within the
duty to bargain, but there are unresolved
bargaining obligation dispute claims,
then the Authority will order the agency
to bargain in the event its bargaining
obligation claims are resolved in a
manner that requires bargaining.

(c) Cases involving provisions. If the
Authority finds that a provision is not
contrary to law, rule, or regulation, or is
bargainable at the election of the agency,
then the Authority will direct the
agency to rescind its disapproval of
such provision in whole or in part as
appropriate. If the Authority finds that
a provision is contrary to law, rule, or
regulation, the Authority will dismiss
the petition for review as to that
provision.

m 17. Revise § 2424.41 to read as
follows:

§2424.41 Compliance.

The exclusive representative may
report to the appropriate Regional
Director an agency’s failure to comply
with an order issued in accordance with
§ 2424.40. The exclusive representative
must report such failure within thirty
(30) days following expiration of the 60—
day period under 5 U.S.C. 7123(a),
which begins on the date of issuance of
the Authority order. If, on referral from
the Regional Director, the Authority
finds such a failure to comply with its
order, the Authority will take whatever
action it deems necessary to secure
compliance with its order, including
enforcement under 5 U.S.C. 7123(b).

m 18. Amend § 2424.50 by revising the
introductory text to read as follows:

§2424.50 lllustrative criteria.

A compelling need exists for an
agency rule or regulation concerning

any condition of employment when the
rule or regulation was issued by the
agency or any primary national
subdivision of the agency, and the
agency demonstrates that either the rule
or regulation meets one or more of the
following illustrative criteria, or the
Authority determines that other
circumstances establish a compelling

need for the rule or regulation:
* * * * *

Approved: December 12, 2019.
Colleen Duffy Kiko,
Chairman, Federal Labor Relations Authority.
[FR Doc. 2019-27193 Filed 12—20-19; 8:45 am)]
BILLING CODE P

DEPARTMENT OF COMMERCE
15 CFR Part 7

[Docket No. 191217-0118]

RIN 0605—-AA51

Securing the Information and
Communications Technology and
Services Supply Chain

AGENCY: U.S. Department of Commerce.

ACTION: Proposed rule; extension of
comment period.

SUMMARY: On November 27, 2019, the
U.S. Department of Commerce (the
Department) published a proposed rule
to implement regulations pursuant to
the Executive order of of May 15, 2019,
entitled “Securing the Information and
Communications Technology and
Services Supply Chain,” that would
govern the process and procedures that
the Secretary of Commerce (Secretary)
will use to identify, assess, and address
certain information and
communications technology and
services transactions that pose an undue
risk to critical infrastructure or the
digital economy in the United States, or
an unacceptable risk to U.S. national
security or the safety of United States
persons. The Department opened a
public comment period through
December 27, 2019. Through this
document, the Department is extending
the period for public comment until
January 10, 2020.

DATES: The comment period for the
proposed rule published on November
27,2019 (84 FR 65316), is extended.
Comments and information regarding
this proposed rule must be received by
close of business on January 10, 2020.
ADDRESSES: You may submit comments
on the proposed rule by any of the
following methods:

e By the Federal eRulemaking Portal:
http://www.regulations.gov at docket
number DOC-2019-0005.

e By email directly to:
ICTsupplychain@doc.gov. Include “RIN
0605—-AA51” in the subject line.

e By mail or hand delivery to: Henry
Young, U.S. Department of Commerce,
ATTN: RIN 0605-AA51, 1401
Constitution Avenue NW, Washington,
DC 20230.

e Instructions: Comments sent by any
other method, to any other address or
individual, or received after the end of
the comment period, may not be
considered. For those seeking to submit
confidential business information (CBI),
please submit such information by
email or mail or hand delivery as
instructed above. Each CBI submission
must also contain a summary of the CBI
in sufficient detail to permit a
reasonable understanding of the
substance of the information for public
consumption. Such summary
information will be posted on
regulations.gov.

FOR FURTHER INFORMATION CONTACT:
Henry Young, U.S. Department of
Commerce, 1401 Constitution Avenue
NW, Washington, DG 20230; telephone:
202—-482-0224. For media inquiries:
Rebecca Glover, Director, Office of
Public Affairs, U.S. Department of
Commerce, 1401 Constitution Avenue
NW, Washington, DC 20230; telephone:
(202) 482—4883.

SUPPLEMENTARY INFORMATION:
Background

On November 27, 2019, the
Department published a proposed rule
to implement regulations pursuant to
Executive Order 13873, “Securing the
Information and Communications
Technology and Services Supply Chain”
(84 FR 22689) that would govern the
process and procedures that the
Secretary of Commerce (Secretary) will
use to identify, assess, and address
certain information and
communications technology and
services transactions that pose an undue
risk to critical infrastructure or the
digital economy in the United States, or
an unacceptable risk to U.S. national
security or the safety of United States
persons. The document requested
comments on or before December 27,
2019. Through this document, the
Department is extending the period for
public comment until January 10, 2020,
to give interested members of the public
additional time to submit comments. All
other information and instructions to
commenters provided in the original
document remain unchanged.
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PRESIDENT TRUMP REAPPOINTS MEMBERS TO THE
FEDERAL SERVICE IMPASSES PANEL

The FLRA is pleased to announce that President Donald J. Trump has reappointed Karen Czarnecki
and David Osborne as Members of the Federal Service Impasses Panel (Panel), a component within
the Federal Labor Relations Authority (FLRA). The Panel Chairman and Members serve on a part-
time basis and provide assistance in resolving negotiation impasses between federal agencies and
labor organizations. FLRA Chairman Colleen Duffy Kiko expressed her pleasure at the Members’
reappointments to a second term.

Karen Czarnecki will serve a five-year term expiring January 10, 2025. She previously served as a
Member of the Panel from July 27, 2017 through January 10, 2020. Ms. Czarnecki is the Vice
President of Outreach for the Mercatus Center at George Mason University. She previously served as
the Director of Education at the Law & Economics Center (LEC) at George Mason University School
of Law, where she oversaw three divisions responsible for legal education programs for federal and
state court judges, state attorneys general, and Congressional staff. Prior to her work at the LEC, she
was a Congressional Chief of Staff and a communications advisor. From 2001 to 2009, Ms.
Czarnecki was a senior executive at the U.S. Department of Labor where she served as Director of
the Office of the 21st Century Workforce, Deputy Assistant Secretary for Intergovernmental Affairs,
and Acting Assistant Secretary in the Office of Disability Employment Policy. Earlier in her career,
Ms. Czarnecki worked at the American Legislative Exchange Council, the Heritage Foundation, and
in the White House’s Office of the Vice President. She is currently an adjunct professor at George
Mason University, where she teaches a public policy seminar as part of the Institute on Comparative
Political and Economic Systems for The Fund for American Studies. She is also a member and
former co-chair of the Board of Regents for The Fund for American Studies. Ms. Czarnecki earned
her B.A. and J.D. from The Catholic University of America.

David Osborne will also serve a five-year term expiring January 10, 2025. He previously served as
a Member of the Panel from July 27, 2017 through January 10, 2020. Mr. Osborne is President and
General Counsel of the Fairness Center, a nonprofit public-interest law firm offering free legal
services to those hurt by public employee union officials. He helped to launch the Center in 2014,
and he provides advice and counsel to clients and directs and manages the firm. Before joining the
Center, Mr. Osborne practiced law in Florida, where he had previously served as a judicial clerk to a
Florida Supreme Court justice. He received his J.D. degree from the Florida State University College
of Law, graduating magna cum laude. He enrolled in law school after working as official staff for a
Member of Congress from Orlando, Florida. Mr. Osborne is a member of the Pennsylvania,
Connecticut, and Florida state bars, and he has been admitted to the United States Supreme Court,
Third Circuit Court of Appeals, and all three Pennsylvania district courts. He is based in central
Pennsylvania, where he is also president of the Harrisburg Chapter of the Federalist Society and a
State Advisory Committee Member for the U.S. Commission on Civil Rights.


file://///SVHQ1/HOME$/SSpoon/Chairman%20Pope/Press%20Releases/www.flra.gov

HiH

The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute (the Statute).

The Panel resolves impasses between federal agencies and unions representing federal employees
arising from negotiations over conditions of employment under the Statute and the Federal
Employees Flexible and Compressed Work Schedules Act.

For further information regarding the Panel or these appointments, contact Kimberly Moseley,
Executive Director of the Panel, at (202) 218-7790.
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THE FLRA SEEKS COMMENTS ON PROPOSED REGULATION CHANGE

On December 23, 2019, the Federal Labor Relations Authority (the FLRA) published a Notice
in the Federal Register announcing intended revisions to the regulations governing negotiability
appeals to better “expedite proceedings,” consistent with Congress’s direction, and with the FLRA’s
goal in its strategic plan to “ensure quality, timely . . . decision-making processes.” The proposed
revisions in the Federal Register are designed to streamline the adjudication process for negotiability
appeals, resulting in more timely decisions for the parties. Written comments on the proposed
revisions must be received on or before January 22, 2020, which is only eight days away. The FLRA
encourages all interested persons to submit comments on the proposed revisions. Instructions for
submitting comments are included in the Notice:

https://www.govinfo.gov/content/pkg/FR-2019-12-23/pdf/2019-27193.pdf.
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The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.
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AUTHORITY SOLICITS COMMENTS ON A REQUEST FOR
A GENERAL STATEMENT OF POLICY OR GUIDANCE

The Federal Labor Relations Authority (Authority) solicits written comments on a request
from the U.S. Department of Agriculture (USDA) for a general statement of policy or
guidance (general statement) concerning expiring collective bargaining agreements that state
that they will remain in force until the parties reach new agreements. USDA has requested,
under Section 2427.2(a) of the Authority’s rules and regulations (5 C.F.R. § 2427.2(a)), that
the Authority issue a general statement of policy or guidance addressing when an agency
head may, under Section 7114(c) of the Federal Service Labor-Management Relations
Statute (the Statute), review the legality of an expiring collective-bargaining agreement that
continues in force during renegotiations.

In its request, USDA asks the Authority to issue a general statement holding that:

1. When a party requests to renegotiate an expiring agreement that contains a provision
stating that the agreement remains in force until a new agreement is reached, an
agency head may review the legality of the expiring agreement as early as
Section 7114(c) of the Statute would allow the agency head to do so if the expiring
agreement were automatically renewed; and

2. An expiring agreement that remains in force until the parties reach a new agreement
is effectively renewed automatically every day, so, for as long as the expiring
agreement continues in force during renegotiations, a new agency-head-review period
begins each day.

Interested persons are asked to address the following questions, which are set forth in a
“Notice of Opportunity to Comment on a Request for a General Statement of Policy or
Guidance on Expiring Collective Bargaining Agreements,” appearing in today’s Federal
Register:

Is the issuance of a general statement of policy or guidance in this case
warranted, under the standards set forth in § 2427.5 of the Authority’s
Regulations (5 C.F.R. § 2427.5)?

If a general statement is warranted, what should the Authority’s policy or
guidance be?

The Federal Register notice can be found here. The Authority will consider written
comments that are received on or before February 24, 2020, by email, courier or postal mail,
or hand delivery. Further filing instructions may be found in the Federal Register notice.
For additional information, contact Emily Sloop, Chief, Case Intake and Publication, at
(202) 218-7740.


file://///SVHQ1/HOME$/SSpoon/Chairman%20Pope/Press%20Releases/www.flra.gov
https://www.flra.gov/system/files/webfm/FLRA%20Agency-wide/Public%20Affairs/Press%20Releases/FLRA%20Notice%20on%20Policy%20Guidance%2001%2023%202020.pdf

H#

The FLRA administers the labor-management relations program for 2.1 million non-Postal
federal employees worldwide, approximately 1.2 million of whom are represented in 2,200
bargaining units. The FLRA is charged with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.
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THE FLRA REOPENS COMMENT PERIOD ON PROPOSED REGULATION CHANGE

On December 23, 2019, the Federal Labor Relations Authority (the FLRA or the Authority)
published a Notice in the Federal Register announcing intended revisions to the regulations governing
negotiability appeals to better “expedite proceedings,” consistent with Congress’s direction, and with
the FLRA’s goal in its strategic plan to “ensure quality, timely . . . decision-making processes.” The
proposed revisions in the Federal Register are designed to streamline the adjudication process for
negotiability appeals, resulting in more timely decisions for the parties.

One of the proposed changes to the regulations involved the definition of “compelling need”
as set forth in section 2424.50 of title 5 of the Code of Federal Regulations. The Federal Register
Notice pointed out that the criteria in the section are illustrative and there may be other, or more
appropriate, examples of an agency rule or regulation for which there is a compelling need. The
FLRA solicited specific examples of an agency rule or regulation for which there is a compelling
need and appropriate illustrative criteria that would establish a compelling need for the rule or
regulation.

Written comments on the proposed revisions were initially due on or before January 22, 2020.

On June 4, 2019, in accordance with § 2427.2 of the Authority’s Regulations, the Office of
Personnel Management (OPM) requested a general statement of policy or guidance clarifying what
circumstances meet the criteria in 5 C.F.R. § 2424.50 for determining when a “compelling need”
exists for an agency rule or regulation. In its request, OPM asked that the Authority issue a general
statement of policy or guidance that would clarify, through the use of examples, what circumstances
meet the illustrative criteria under § 2424.50. In the alternative, OPM requested that the Authority
supplement its regulations to include such guidance after providing notice and the opportunity for
public comment.

On January 22, 2020, in Case No. 0-PS-35, the Authority denied OPM’s request, stating that
the question raised in the request is more appropriately resolved by other means — namely, through
the forthcoming issuance of revised Authority Regulations following notice and the opportunity for
public comment.

However, to ensure that interested parties have sufficient time to comment on that matter, as
well as all of the matters addressed in the proposed regulation changes, the FLRA is reopening the
period for submission of comments on all of the proposed regulations until February 11, 2020.
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The FLRA encourages all interested persons to submit comments on the proposed revisions.
Instructions for submitting comments are included here.

The Federal Register Notice extending the comment period is here.
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The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.
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FLRA ANNOUNCES NEW APPOINTMENT
TO THE
FOREIGN SERVICE IMPASSE DISPUTES PANEL

Colleen Dufty Kiko, Chairman of the Federal Labor Relations Authority (FLRA), in her capacity as
Chairperson of the Foreign Service Labor Relations Board (FSLRB), announces the appointment of
Ambassador Richard Terrell Miller to serve as a Member on the Foreign Service Impasse Disputes
Panel (FSIDP). Ambassador Miller will serve on a part-time basis, as complaints or disputes

involving the Foreign Service arise. His appointment is effective for a three-year term expiring on
February 12, 2023.

Ambassador Miller is currently Director of the Center for International Trade and Economics at The
Heritage Foundation where he manages the preparation of the organization’s flagship publication, the
Index of Economic Freedom. He has also served as Director of the Center for Data Analysis and the
Center for Free Markets and Regulatory Reform.

Prior to joining The Heritage Foundation, Ambassador Miller served in the U.S. Foreign Service for
over 30 years with overseas assignments in Italy, France, Barbados, and New Zealand. He served
twice at the U.S. Mission to the United Nations in New York, most recently as U.S. Ambassador on
the United Nations’ Economic and Social Council, where he managed negotiations relating to
development, human rights, women'’s issues, trade, refugees, health, labor, and corruption, among
others. From 1986 to 1990, Ambassador Miller headed the U.S. Observer Mission at the United
Nations’ Organization for Education, Science and Culture. In Washington, he has served as Deputy
Assistant Secretary for Economic and Global Issues in the Bureau of International Organizations,
with responsibilities that included oversight of the International Labor Organization and as Executive
Assistant to the Under Secretary for Arms Control and Disarmament. He was Director or Deputy
Director of State Department offices dealing with international economics, human rights and
women’s issues, agricultural and textile trade, and maritime and land transport. A native of San
Antonio, Texas, Ambassador Miller is married with three children.
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The Foreign Service Impasse Disputes Panel was created by the Foreign Service Act of 1980, 22
U.S.C. 88 4101-4118 to assist in resolving impasses arising in the course of collective bargaining
under the Act over conditions of employment affecting Foreign Service personnel working for the
U.S. Agency for Global Media (formerly the Broadcasting Board of Governors), the U.S. Agency for
International Development, and the Departments of State, Agriculture, and Commerce.

The Federal Labor Relations Authority administers the labor-management relations program for 2.1
million non-Postal federal employees worldwide, approximately 1.2 million of whom are represented
in 2,200 bargaining units. It is charged with resolving disputes under, and ensuring compliance with,
the Federal Service Labor-Management Relations Statute (Statute).
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The Federal Service Impasses Panel (Panel) resolves impasses between federal agencies and unions
representing federal employees arising from negotiations over conditions of employment under the
Statute and the Federal Employees Flexible and Compressed Work Schedules Act.

For further information regarding the Panel or this appointment, contact Kimberly Moseley,
Executive Director of the Panel, at (202) 218-7790.
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PRESIDENT TRUMP APPOINTS MICHAEL LUCCI
TO THE
FEDERAL SERVICE IMPASSES PANEL

The Federal Labor Relations Authority (FLRA) is pleased to announce that President Donald J.
Trump has appointed Michael Lucci as a Member of the Federal Service Impasses Panel (Panel), an
independent entity within the FLRA. The Panel Chairman and Members serve on a part-time basis
and provide assistance in resolving negotiation impasses between federal agencies and labor
organizations. FLRA Chairman Colleen Duffy Kiko expressed her pleasure with Mr. Lucci’s
appointment.

Michael Lucci will serve a five-year term on the Panel. He is currently a labor, tax, and economic
policy expert working with an array of state and national policy organizations. Previously, Mr. Lucci
served as Illinois Governor Bruce Rauner’s Deputy Chief of Staff for Policy from 2017-2019. He led
Governor Rauner’s policy team and advised the Governor on more than 1,000 bill actions. Prior to
that appointment, he was Vice President of Policy at the Illinois Policy Institute where he focused on
labor and economic reforms. Mr. Lucci’s career has involved work in finance, as an options trader,
and education, as a math instructor. He received his B.A. from the University of Notre Dame where
he was a varsity oarsman on the crew team and he later completed self-directed coursework in
economics at the University of Chicago and at Northwestern University. Mr. Lucci lives in
Alexandria, Virginia.
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The Federal Labor Relations Authority administers the labor-management relations program for 2.1
million non-Postal federal employees worldwide, approximately 1.2 million of whom are represented
in 2,200 bargaining units. It is charged with resolving disputes under, and ensuring compliance
with, the Federal Service Labor-Management Relations Statute (Statute).

The Federal Service Impasses Panel (Panel) resolves impasses between federal agencies and unions
representing federal employees arising from negotiations over conditions of employment under the
Statute and the Federal Employees Flexible and Compressed Work Schedules Act.

For further information regarding the Panel or this appointment, contact Kimberly Moseley,
Executive Director of the Panel, at (202) 218-7790.
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THE FLRA PROPOSES AN ADDITION TO ITS REGULATIONS CONCERNING
REVOKING WRITTEN ASSIGNMENTS FOR THE PAYMENT OF UNION DUES

Today, the Federal Labor Relations Authority (the Authority) published a Notice in the
Federal Register announcing a proposed addition to its regulations to govern the process for federal
employees to revoke written assignments for the payment of union dues under 5 U.S.C. § 7115(a).

The Authority first signaled its intention to promulgate such a regulation in its decision in OPM, Case
No. 0-PS-34, which issued on February 14, 2020.

The proposed addition set forth in the Federal Register is designed to provide employees the
fullest freedom in the exercise of their rights under the Federal Service Labor Management Relations
Statute, including their rights under 5 U.S.C. §§ 7102 and 7115, in matters directly affecting their
pay. As explained in the Federal Register Notice, the Authority’s proposed additional regulation
states that, after the expiration of the one-year period during which an assignment may not be
revoked under 5 U.S.C. § 7115(a), an employee may initiate the revocation of a previously authorized
assignment at any time that the employee chooses.

Written comments on the proposed addition must be received on or before April 9, 2020.

The FLRA encourages all interested persons to submit comments on the proposed addition.
Instructions for submitting comments are included in the Notice.
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The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.
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AUTHORITY SOLICITS COMMENTS ON A REQUEST FOR
A GENERAL STATEMENT OF POLICY OR GUIDANCE

The Federal Labor Relations Authority (Authority) solicits written comments on a request
from the National Right to Work Legal Defense Foundation (the Foundation) for a general
statement of policy or guidance (general statement) concerning official time for certain
lobbying activities. The Foundation has requested, under Section 2427.2(a) of the
Authority’s rules and regulations (5 C.F.R. § 2427.2(a)), that the Authority issue a general
statement of policy or guidance concerning whether Section 7131 of the Federal Service
Labor-Management Relations Statute (the Statute) permits parties to bargain over, or union
representatives to use, official time for lobbying activities that are subject to Federal law.

In its request, the Foundation asks the Authority to issue a general statement holding that
Congress did not expressly authorize the use of appropriated funds for union lobbying
activities through the Statute, and, therefore, the Statute does not permit parties to bargain
over, or union representatives to use, official time for lobbying activities that are subject to
18 U.S.C. 1913.

Interested persons are asked to address the following questions, which are set forth in a
“Notice of Opportunity to Comment on a Request for a General Statement of Policy or
Guidance on Official Time for Certain Lobbying Activities,” appearing in today’s Federal
Register:

Is the issuance of a general statement of policy or guidance in this case
warranted, under the standards set forth in § 2427.5 of the Authority’s
Regulations (5 C.F.R. § 2427.5)?

If a general statement is warranted, what should the Authority’s policy or
guidance be?

The Federal Register notice can be found here. The Authority will consider written
comments that are received on or before April 24, 2020, by email or postal mail. Further
filing instructions may be found in the Federal Register notice. For additional information,
contact Emily Sloop, Chief, Case Intake and Publication, at (202) 218-7740.
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute.
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AUTHORITY SOLICITS COMMENTS ON A REQUEST FOR
A GENERAL STATEMENT OF POLICY OR GUIDANCE

The Federal Labor Relations Authority (Authority) solicits written comments on a request
from the U.S. Office of Personnel Management (OPM) for a general statement of policy or
guidance (general statement) concerning “zipper clauses” as a subject of bargaining. OPM
has requested, under Section 2427.2(a) of the Authority’s Regulations (5 C.F.R. § 2427.2(a)),
that the Authority issue a general statement of policy or guidance holding that “zipper
clauses”—which are provisions that would foreclose or limit mid-term bargaining during the
term of a collective-bargaining agreement—are a mandatory subject of bargaining.

In its request, OPM asks the Authority to issue a general statement holding that zipper
clauses are a mandatory topic of bargaining and, therefore, parties may bargain to impasse
regarding both reopener and zipper clauses.

Interested persons are asked to address the following questions, which are set forth in a
“Notice of Opportunity To Comment on a Request for a General Statement of Policy or
Guidance on Whether “Zipper Clauses’ Are Mandatory Subjects of Bargaining,” appearing in
today’s Federal Register:

1. Whether issuance of a general statement of policy or guidance is warranted, under
the standards set forth in Section 2427.5 of the Authority’s Regulations (5 C.F.R.
§ 2427.5)?

2. If so, what the Authority’s policy or guidance should be?

The Federal Register notice can be found here. The Authority will consider written
comments that are received on or before April 30, 2020, by email or postal mail. Further
filing instructions may be found in the Federal Register notice. For additional information,
contact Emily Sloop, Chief, Case Intake and Publication, at (202) 218-7740.
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is ““Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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FLRA’s UPDATED OPERATING STATUS
At this time, the FLRA remains fully operational.

To ensure the health and safety of agency employees and the parties who practice before us,
the vast majority of FLRA employees are teleworking during the COVID-19 pandemic. In
order to maximize telework flexibilities, each office continues to receive filings by mail,
facsimile, and the e-Filing system. The agency previously announced that it would not
accept in-person filings as of 5:00 p.m. Friday, March 20, 2020 through April 30, 2020.
The agency now extends the prohibition on in-person filings through May 31, 2020. If
that period of time needs to be further extended, another announcement will be

made. At this time, all statutory and regulatory requirements for filing and service continue
in full effect and all parties and customers are encouraged to utilize the FLRA’s eFiling
system accessible at https://efile.flra.gov/. Parties are also encouraged to subscribe to the
FLRA’s free Really Simple Syndication (“RSS”) feeds, which provide an easy way for
keeping up with news and information from the FLRA. Information on how to subscribe
may be located at https://www.flra.gov/feeds.

Case Processing in the Authority

Consistent with applicable regulations, and during this specific period of time, parties may
receive acknowledgement of case filings (“acknowledgement notices™) from the Authority’s
Office of Case Intake and Publication (CIP) via electronic mail (“email”), rather than via
certified mail. See 5 C.F.R. § 2429.24(k). Additionally, other outgoing CIP orders and
Authority decisions may be served on parties via facsimile, rather than via certified mail. A
courtesy copy of said orders and decisions may also be sent to parties via email, at the email
address already provided by parties using eFiling per 5 C.F.R. § 2429.24(j). Authority
decisions are also posted online at https://www.flra.gov/decisions/authority-decisions.
Please provide updated contact information for filed cases, including facsimile numbers and
email addresses, directly to CIP. Pursuant to Authority Regulations, you may not file
documents with the Authority via email.

HH

The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is “Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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The FLRA on YouTube

Today, the Federal Labor Relations Authority unveiled the FLRA YouTube channel,
consisting currently of five training videos covering unfair labor practice topics referenced in
the Federal Service Labor-Management Relations Statute (the Statute). These videos
supplement the FLRA’s external training events.

The new channel serves to modernize the Agency’s customer interactions and delivers on the
Agency’s second strategic goal from the 2018-2022 Strategic Plan promising to “develop
and provide tools and resources to enable the parties to prevent or more effectively and
efficiently resolve their labor-relations disputes and improve their labor management
relations.”

The five training videos cover the following topics:

e Unlawful Interference — Section 7116(a)(1) of the Statute

¢ Violations by Unions — Duty of Fair Representation and To Bargain in Good Faith

e Discrimination — Section 7116(a)(2) and (4) of the Statute

e Meetings and Bypasses — Formal Meetings, Investigatory Examinations, and Bypasses
e Information Requests — Section 7114(b)(4) of the Statute

The channel can be found here. Once on the channel, please click on the button as pictured
here to subscribe to the FLRA channel.

The Agency plans to continue producing new videos (several are in progress) to adapt to its
customers’ evolving needs.

HiH

The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is ““Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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FLRA’s UPDATED OPERATING STATUS
At this time, the FLRA remains fully operational.

To ensure the health and safety of agency employees and the parties who practice before us,
the vast majority of FLRA employees are teleworking during the COVID-19 pandemic. In
order to maximize telework flexibilities, each office continues to receive filings by mail,
facsimile, and the e-Filing system. The agency previously announced that it would not
accept in-person filings as of 5:00 p.m. Friday, March 20, 2020 through May 31, 2020.
The agency now extends the prohibition on in-person filings through June 30, 2020. If
that period of time needs to be further extended, another announcement will be

made. At this time, all statutory and regulatory requirements for filing and service continue
in full effect and all parties and customers are encouraged to utilize the FLRA’s eFiling
system accessible at https://efile.flra.gov/. Parties are also encouraged to subscribe to the
FLRA’s free Really Simple Syndication (“RSS”) feeds, which provide an easy way for
keeping up with news and information from the FLRA. Information on how to subscribe
may be located at https://www.flra.gov/feeds.

Case Processing in the Authority

Consistent with applicable regulations, and during this specific period of time, parties may
receive acknowledgement of case filings (“acknowledgement notices”) from the Authority’s
Office of Case Intake and Publication (CIP) via electronic mail (“email”), rather than via
certified mail. See 5 C.F.R. § 2429.24(k). Additionally, other outgoing CIP orders and
Authority decisions may be served on parties via facsimile, rather than via certified mail. A
courtesy copy of said orders and decisions may also be sent to parties via email, at the email
address already provided by parties using eFiling per 5 C.F.R. § 2429.24(j). Authority
decisions are also posted online at https://www.flra.gov/decisions/authority-decisions.
Please provide updated contact information for filed cases, including facsimile numbers and
email addresses, directly to CIP. Pursuant to Authority Regulations, you may not file
documents with the Authority via email.
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is “Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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FLRA PUBLISHES DIGESTS OF AUTHORITY DECISIONS,
COMPLETING TWO-YEAR STRATEGIC INITIATIVE

Today, the Federal Labor Relations Authority (FLRA) announces the culmination of a two-
year initiative. As of 2020, the FLRA now posts each new decision with an accompanying
digest. FLRA case digests that summarize each of the full-length, merits decisions can be
viewed online.

While the digests are not part of the official decisions, Chairman Colleen Duffy Kiko
explained, “We hope these summaries will be a valuable tool for researchers and members of
the Federal labor-management community to identify more quickly and efficiently the
decisions that interest them.” The FLRA expects that case-summary digests will provide
customers with additional, easy-to-understand guidance and information regarding precedent.

Further, the Authority has compiled these digests on the Quarterly Digest Reports page.
The Authority pursues this digest initiative as part of its commitment in its Strategic Plan for
Fiscal Years 2018 through 2022 “to develop tools and resources” to assist the parties. The
Quarterly Digest Reports are online for the last calendar year and through the current first
quarter of calendar year 2020.

The FLRA'’s Strategic Plan also includes a renewed emphasis on clearly articulated written
work products. As part of this effort, the FLRA has particularly focused in the first few
paragraphs of each Authority decision as a place to provide a brief synopsis of the most
pertinent principles in the decision. This uniform structure should help customers understand
a decision’s significance or relevance to them without needing to read the entire decision.
Parties are reminded, however, that the descriptions contained in the digests are for
informational purposes only, do not constitute legal precedent, and are not intended to be a
substitute for the opinion of the Authority.

For updates on other FLRA-related news and to receive notifications when new Authority
decisions are posted, the FLRA encourages subscription to its Really Simple Syndication
(RSS) Feeds.
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is “Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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FLRA REP HEARINGS TO BE CONDUCTED BY VIDEOCONFERENCE

The Office of the General Counsel (OGC), Federal Labor Relations Authority (FLRA),
announces an interim policy on conducting representational hearings by videoconference.

In order to be responsive to the parties during the time Federal agencies are maximizing
telework due to the COVID-19 pandemic, the OGC has issued interim guidance to its
Regional Directors on conducting representation hearings by videoconference. The OGC is
taking this extraordinary step to ensure, during the COVID-19 pandemic, that critical
representational work continues.

The guidance applies to the time period during which Federal employees continue to
maintain social distance and should be considered a limited supplement to, rather than a
replacement of, a Region’s normal representation case processing methods, including in-
person hearings.

All procedural and substantive rights apply to videoconference hearings, as to hearings
conducted in-person, subject only to the limitations of the physical arrangement.

Some representation cases will not be appropriate for hearing by videoconference and
Regional Directors retain discretion to determine, on a case-by-case basis, whether hearings
by videoconference are necessary to effectuate the purposes and policies of the Federal
Service Labor-Management Relations Statute.

This step advances FLRA Strategic Goal #1, “We will ensure quality, timely, impartial, and
consistent investigative and decision-making processes with determinations that are clearly
articulated,” and Strategic Goal #2, “We will develop and provide tools and resources to
enable the parties to prevent or more effectively and efficiently resolve their labor-relations
disputes and improve their labor-management relationships.”
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is ““Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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FLRA’s UPDATED OPERATING STATUS
At this time, the FLRA remains fully operational.

To ensure the health and safety of agency employees and the parties who practice before us,
the vast majority of FLRA employees are teleworking during the COVID-19 pandemic. In
order to maximize telework flexibilities, each office continues to receive filings by mail,
facsimile, and the e-Filing system. The agency previously announced that it would not
accept in-person filings as of 5:00 p.m. Friday, March 20, 2020 through June 30, 2020. The
agency now extends the prohibition on in-person filings through July 31, 2020. If that
period of time needs to be extended further, another announcement will be made. At this
time, all statutory and regulatory requirements for filing and service continue in full effect
and all parties and customers are encouraged to utilize the FLRA’s eFiling system accessible
at https://efile.flra.gov/. Parties are also encouraged to subscribe to the FLRA’s free Really
Simple Syndication (“RSS”) feeds, which provide an easy way for keeping up with news and
information from the FLRA. Information on how to subscribe may be located at
https://www.flra.gov/feeds.

Case Processing in the Authority

Consistent with applicable regulations, and during this specific period of time, parties may
receive acknowledgement of case filings (“acknowledgement notices™) from the Authority’s
Office of Case Intake and Publication (CIP) via electronic mail (“email”), rather than via
certified mail. See 5 C.F.R. § 2429.24(k). Additionally, other outgoing CIP orders and
Authority decisions may be served on parties via facsimile, rather than via certified mail. A
courtesy copy of said orders and decisions may also be sent to parties via email, at the email
address already provided by parties using eFiling per 5 C.F.R. § 2429.24(j). Authority
decisions are also posted online at https://www.flra.gov/decisions/authority-decisions.
Please provide updated contact information for filed cases, including facsimile numbers and
email addresses, directly to CIP. Pursuant to Authority Regulations, you may not file
documents with the Authority via email.
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is “Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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FLRA RELEASES UPDATED ORGANIZATIONAL CHART

The Federal Labor Relations Authority (Authority) has updated its organizational chart to
reflect more accurately the Authority’s structure under the Federal Service Labor-
Management Relations Statute (Statute) that it administers.

Under the Statute, the Authority is composed of three Presidentially-appointed and Senate-
confirmed members, no more than two of whom can be from the same political party.
5U.S.C. § 7104(a). The President designates one member to serve as the Authority’s
Chairman and “chief executive and administrative officer” (CEO/CAQ). 5 U.S.C.

§ 7104(b).

The new chart accurately reflects that under the Statute, agency support functions are the
responsibility of the Chairman as the Authority’s CEO/CAO. In designating the Chairman
as CEO/CAOQ, Congress sought to ensure that a single person had responsibility for the
management of the Authority’s internal administrative matters, including personnel
management, fiscal management, and general administrative support services.

In addition, the new chart accurately reflects that the Federal Service Impasses Panel (Panel)
“is an entity within the Authority” that “provide[s] assistance in resolving negotiation
impasses.” 5 U.S.C. § 7119(c)(1). Consistent with the Panel’s placement within the
Authority, the Statute confers upon the Authority broad supervisory powers over the Panel
and its work. See 5 U.S.C. § 7105(a). Under the Statute, the Authority’s supervisory powers
include issuing Policy Statements that are binding on the Panel; reviewing Panel decisions in
negotiability, unfair labor practice, and arbitration proceedings; and staying Panel rulings
where necessary. Accordingly, the updated Authority organizational chart correctly reflects
the Panel’s role under the Authority’s leadership and supervision.

Finally, the new organizational chart includes the recently-created Office of Legislative
Affairs and Program Planning and properly places the Foreign Service Labor Relations
Board and the Foreign Service Impasse Disputes Panel within the jurisdiction of the
Authority’s Chairman, as required under the Foreign Service Act of 1980, 22 U.S.C.
88 4101-4118.
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The Federal Labor Relations Authority administers the labor-management relations
program for 2.1 million non-Postal federal employees worldwide, approximately 1.2 million
of whom are represented in 2,200 bargaining units. The Authority is charged with resolving
disputes under, and ensuring compliance with, the Federal Service Labor-Management
Relations Statute. The Authority’s mission is ““Protecting rights and facilitating stable
relationships among federal agencies, labor organizations, and employees while advancing
an effective and efficient government through the administration of the statute.”
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The FLRA Adopts an Addition to Its Regulations Concerning
Revoking Written Assignments for the Payment of Union Dues

Today, the Federal Labor Relations Authority (the Authority) published a Final Rule to
govern the process for federal employees to revoke written assignments for the payment of union
dues under 5 U.S.C. § 7115(a). The new rule will appear as § 2429.19 of the Authority’s Regulations
and will apply to all written assignments that are authorized on or after the Final Rule’s effective
date.

The new rule states that “after the expiration of the one-year period during which an
assignment may not be revoked under 5 U.S.C. 8 7115(a), an employee may initiate the revocation of
a previously authorized assignment at any time that the employee chooses.” The employing agency
must process the employee’s dues-revocation made after the first year “as soon as administratively
feasible.”

The Authority’s reasons for adopting the rule are set forth in the Supplementary Information
section that accompanies the Final Rule in today’s Federal Register. Previously, in the March 19,
2020, issue of the Federal Register, the Authority solicited comments on a proposed version of the
new rule. The Authority also solicited public comments on the issue in July 12, 2019 Federal
Register.

In announcing the new rule, FLRA Chairman Colleen Duffy Kiko stated, “In many of the
public comments we received, federal employees and agencies expressed frustration at how difficult
and time-consuming the dues-revocation process had become. Because of the new rule, employees
will no longer need to make their revocation decisions during confusingly defined and narrow
window periods abutting their anniversary dates. The plain language of 5 U.S.C. § 7115(a) never
required this state of affairs, and hard-working federal employees deserved more clarity. This
regulation does not prevent any employee from voluntarily continuing their dues withholding should
they so desire.”
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The FLRA administers the labor-management-relations program for 2.1 million non-Postal federal
employees worldwide, approximately 1.2 million of whom are represented in 2,200 bargaining
units. It is charged with providing leadership in establishing policies and guidance related to
federal-sector labor-management relations and with resolving disputes under, and ensuring
compliance with, the Federal Service Labor-Management Relations Statute.
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FLRA’s UPDATED OPERATING STATUS
At this time, the FLRA remains fully operational.

To ensure the health and safety of agency employees and the parties who practice before us, most FLRA
employees are teleworking during the COVID-19 pandemic. In order to maximize telework flexibility, our
office continues to receive filings by mail, facsimile, and the e-Filing system. The agency previously
announced it would not accept in-person filings as of 5:00 p.m. Friday, March 20, 2020 through July 31,
2020. The agency now extends the prohibition on in-person filings indefinitely. Should this change, an
announcement will be made.

In addition, the Federal Service Impasses Panel (FSIP) indefinitely suspends the requirement in its
regulations [5 C.F.R. 88 2471.5(a)(2) & (b)(2) and 2472.6(a)(2) & (b)(2)] that a party must obtain the
permission of the other party before serving documents electronically on that person. Due to the COVID-19
pandemic, electronic transmission shall be considered equivalent service to “registered mail, certified mail,
regular mail, or commercial delivery” for purposes of these subsections.

At this time, all other statutory and regulatory requirements for filing and service continue in full effect and
all parties and customers are encouraged to utilize the FLRA’s eFiling system at https://efile.flra.gov/.

Parties are also encouraged to subscribe to the FLRA’s free Really Simple Syndication (“RSS”) feeds, which
provide an easy way for keeping up with news and information from the FLRA. Information on how to
subscribe is located at https://www.flra.gov/feeds.

Case Processing in the Authority

Consistent with applicable regulations, and during this time, parties may receive acknowledgement of case
filings (“acknowledgement notices™) from the Authority’s Office of Case Intake and Publication (CIP) via
electronic mail (“email”), rather than via certified mail. See 5 C.F.R. § 2429.24(k). Additionally, other
outgoing CIP orders and Authority decisions may be served on parties via facsimile, rather than via certified
mail. A courtesy copy of said orders and decisions may also be sent to parties via email, at the email address
provided by parties using eFiling per 5 C.F.R. § 2429.24(j). Authority decisions are also posted online at
https://www.flra.gov/decisions/authority-decisions. Please provide updated contact information for filed
cases, including facsimile numbers and email addresses, directly to CIP. Pursuant to Authority Regulations,
you may not file documents with the Authority via email.
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The Federal Labor Relations Authority administers the labor-management relations program for 2.1 million
non-Postal federal employees worldwide, approximately 1.2 million of whom are represented in 2,200
bargaining units. The Authority is charged with resolving disputes under, and ensuring compliance with, the
Federal Service Labor-Management Relations Statute. The Authority’s mission is “Protecting rights and
facilitating stable relationships among federal agencies, labor organizations, and employees while
advancing an effective and efficient government through the administration of the statute.”
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The FLRA Releases eFiling Training Video

Today, the Federal Labor Relations Authority released an animated training video explaining the
Agency’s eFiling process. To file a case, please go to the FLRA eFiling page.

This release is the first in a series of animated videos serving to further educate our customers on
the many different aspects of federal-sector labor law.

The eFiling video covers:
e How to file a case

e Where to file

e Who is eligible to file

e Case Types — Arbitration, Negotiability, Representation, Unfair Labor Practice,
Negotiation Impasse

e How to check case status.

FLRA’s YouTube channel serves to modernize the Agency’s customer interactions and delivers
on the Agency’s second strategic goal from the 2018-2022 strategic plan promising to “develop
and provide tools and resources to enable the parties to prevent or more effectively and efficiently
resolve their labor-relations disputes and improve their labor-management relations.”
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The Federal Labor Relations Authority administers the labor-management relations program for
2.1 million non-Postal federal employees worldwide, approximately 1.2 million of whom are
represented in 2,200 bargaining units. The Authority is charged with resolving disputes under,
and ensuring compliance with, the Federal Service Labor-Management Relations Statute. The
Authority’s mission is “Protecting rights and facilitating stable relationships among federal
agencies, labor organizations, and employees while advancing an effective and efficient
government through the administration of the statute.”
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FEDERAL LABOR RELATIONS AUTHORITY
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The AUTHORITY will resolve arbitration exceptions, negotiability petitions, ULP complaints, and representation
petitions in a productive and timely manner.
la-1 The Authority will reduce by 5% the average age of arbitration exceptions that it 261 daus 317 FAIL
decides or otherwise resolves. [F'Y20 goal of 248 days]. y days
1a-2 The A.u.thorlty will deade or otherwise resolve 75% of arbitration cases within 210 days 34 32% | FATL
of the filing of exceptions.
1a-8 The A.u.thorlty will deCLde or otherwise resolve 90% of arbitration cases within 365 days 65 61% | FAIL
of the filing of exceptions.
Total ARB Cases Closed: 107
la-4 The Authority will reduce by 5% the average age of negotiability cases that it decides or 169 daus 176 FAIL
otherwise resolves. [FY20 goal of 161 days]. & days
la-5 The Author.“z.ty will decu.zle.z or otheru{zse resolve 75% of negotiability petitions within 300 25 | 78.13%| PASS
days of the filing of a petition for review.
la-6 The Author."z.ty will deczfie.a or otherugzse resolve 75% of negotiability petitions within 365 27 |84.38%| PASS
days of the filing of a petition for review.
Total NEG Cases Closed 32
1a-7 The OALJ will reduce by 5§% the average age of ULP complaints that it decides or 130 daus daus
otherwise resolves. [FY20 goal of 124 days]. Y y
1a-8 The OALJ will decide or otherwise resolve 80% of ULP complaints within 180 days 0
after the General Counsel issues a complaint.
1a-9 The OALJ will decide or otherwise resolve 95% of ULP complaints within 365 days 0
after the General Counsel issues a complaint.
Total OALJ Cases Closed: 0
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The AUTHORITY will resolve arbitration exceptions, negotiability petitions, ULP complaints, and representation
petitions in a productive and timely manner.
: . 0 . .
1a-10 The Authorlty will reduce by 5% the average age of ULP cases that it decides or 238 days 422 FAIL
otherwise resolves. [FY20 goal of 226 days]. days
la-11 The Authority will decide or otherwise resolve 75% of ULP cases within 300 days of 1 25% | FATL
issuance of an OALJ decision.
1a-12 The Authority will decide or otherwise resolve 90% of ULP cases within 365 days of 1 25% | FAIL
issuance of an OALdJ decision.
Total ULP Cases Closed 4
1a-13 The Authority will reduce by 5% the average age of representation cases that it decides 194 daus 210 FAIL
or otherwise resolves. [FY20 goal of 184 days]. & days
la-14 The Authority will decide whether to grant review in 100% of representation cases 16 100% | PASS
within 60 days of the filing of an application for review.
la-15 The Authority will decide or otherwise resolve 75% of representation cases within 210 14 88% |PASS
days of the filing of an application for review.
la-16 The Authority will decide or otherwise resolve 100% of representation cases within 14 88% | FATL
365 days of the filing of an application for review.
16

Total REP Cases Closed
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The OGC will resolve unfair labor practice charges and representation cases in a productive and timely manner.
1a-17 The OGC will reduce by 5% the average age of ULP charges that it resolves.
104 61d
[FY20 goal of 99 days]. ays PASS
1a-18 The OGC will resolve 70% of ULP charges within 120 days of filing of the charge. 1,692 | 93.58% | PASS
la-19 The OGC will resolve 95% of ULP charges within 240 days of filing of the charge. 1,806 | 99.89% | PASS
Total ULP Cases Closed: 1,808
1a-20 The General Counsel will reduce by 5% the average age of ULP appeals that it 47 daus N/A
decides or otherwise resolves. [FY20 goal of 45 days]. <
1a-21 The General Counsel will resolve 95% of appeals of Regional Directors’ dismissals 0
of ULP charges within 60 days of the date filed.
1a-22 The General Counsel will resolve 100% of appeals of Regional Directors’ 0
dismissals of ULP charges within 120 days of the date filed.
Total Appeals Resolved: 0
1a-23 The OGC will reduce by 5% the average age of representation cases resolved
through withdrawal, election, or issuance of a Decision and Order. 120 91 days PASS
[FY20 goal of 114 days].
1a-24 The OGC will resolve 70% of representation cases through withdrawal, election, o
or issuance of a Decision and Order within 120 days of filing a petition. 140 | 80.00% | PASS
1a-25 The OGC will resolve 95% of representation cases through withdrawal, election, 175 100% | PASS
or issuance of a Decision and Order within 365 days of filing a petition.
Total REP Cases Closed 175
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The FSIP will resolve bargaining-impasse cases in a productive and timely manner.
la-26 The }.?’SI.P u.)Ll.l maintain the average age of bargaining-impasse cases in which it 89 70 days 23 PASS
declines jurisdiction.
1a-27 When the FSIP decline jurisdiction in bargaining-impasse cases, 90% of the time
. . C . ; ’ 23 100%
it will do so within 140 days of the date are filed. ¢ | PASS
1a-28 When the FSIP resolves bargaining-impasse cases through settlement, 80% of the
. . . .. . 11 84.62%
time it will do so within 160 days of the date filed 2% | PASS
1a-29 The FSIP will 'mamtaz.n the average age of bargaining-impasse cases that it 154 16D e 40 FATL
resolves through final action.
1a-30 When the FSIP resolves bargaining-impasse cases through final action, 80% of 35 87.5% | PASS

the time it will do so within 200 days of the date filed.
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The FSIP will resolve bargaining-impasse cases in a productive and timely manner.
la-26 The }.?’SI.P u.)Ll.l maintain the average age of bargaining-impasse cases in which it 89 70 days 23 PASS
declines jurisdiction.
1a-27 When the FSIP decline jurisdiction in bargaining-impasse cases, 90% of the time
. . . ; 23 100%
it will do so within 140 days of the date are filed. ¢ | PASS
1a-29 The FSIP will .mamtaz.n the average age of bargaining-impasse cases that it 154 162 days 40 FAIL
resolves through final action.
1a-30 When the FSIP resolves bargaining-impasse cases through final action, 80% of the o
time it will do so within 200 days of the date filed. 3o 87.5% | PASS
Total FSIP Cases Closed by Panel Action: 63
la-31 The FSIP will maintain the average age of bargaining-impasse cases that are
120 72 d 13
resolved through settlement. [FY20 goal of 120 days] L PASS
1a-28 When the FSIP resolves bargaining-impasse cases through settlement, 80% of the o
time it will do so within 160 days of the date filed 11| 84.62% PASS
1a-32 Cases that are voluntarily withdrawn by the parties. 20
Total FSIP Cases Closed by Party Action: 33
96

Total FSIP Cases Closed:




Strategic Goal 2: We will develop and provide tools and resources to enable the parties
to prevent or more effectively and efficiently resolve their labor relations disputes and
improve their labor management relationships.

Maintain and expand our external training programs to enable the parties to better understand their rights

and obligations under the Statute.

Status as
of 09-30-
External statutory training 2020
2¢-1 The FLRA will conduct 50 in-person statutory training programs. 20
2¢-2 The FLRA will conduct in-person statutory training for 2500 participants. 548
2¢-3 80% of participant responses will rate the statutory training as effective or highly 97%
0

effective.

Strategic Goal 3: We will manage our resources effectively and efficiently, and
recognize that our dedicated workforce is critical to the resolution of labor relations
disputes.

Continue to expand the FLRA’s technological capabilities to enable employees to deliver mission results more

effectively and efficiently.

Expand the FLRA’s technological Authority 0GC FSIP OALJ Overall
capabilities
) . Current
3b-1a 50% of cases are eFiled Agency-wide. FY% 88.79% 52.01% 75.56% 56.30%
Prb‘i;’(l;us 79.46% 42.75% | 77.92% 46.21%
3b-1b 10% increase in eFiling in each component — the o °
3 0
OGC, the Authority, and the FSIP. Increnge 9 33% 9 96% -9.36% 10.09%




Authority Case Status
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Authority Cases Closed By Type




Authority Pending Case Inventory
By Age & Type




Office of the General Counsel

ULP Case Statistics

OCT | NOV |DEC |JAN |FEB | MAR | APR | MAY |JUN |JUL | AUG | SEP FY2020 | FY2019
Pending | 783 | 781 |735 |738 |74 |758 |770 | 760 | 782 |787 |820 | 860
Received | 147 | 122 |143 |184 |155 |156 |142 |168 |189 |178 |157 | 187 1,928 2,235
Closed |149 |168 |140 |168 |151 |144 |152 |146 |184 |145 |117 |144 1,808 2134
Pending | /o) 1755|738 |754 |78 |770 |760 | 782 |787 |s20 |seo | 903
(EOM)

REP Case Statistics

OCT |NOV | DEC |JAN |FEB | MAR | APR | MAY |JUN |JUL | AUG | SEP FY2020 | FY2019
Pending | 49 50 45 48 39 40 44 38 34 36 35 38
Received | 16 12 17 11 14 20 24 7 13 11 9 10 164 249
Closed |15 17 14 20 13 16 30 11 11 12 6 10 175 266
Pending | . 45 48 39 40 44 38 34 36 35 38 38
(EOM)

10




Regional ULP Case Processing (Month Ending 9/30/2020)

Transfers Total
Agent Pending Intake In Out Closed Pending
) () Cases
Atlanta 8 181 55 2 0 41 197
Chicago 4 134 22 1 0 16 141
Denver 6 194 33 0 0 29 198
San
. 5 163 46 0 1 24 184
Francisco
Washington 5 188 31 0 2 34 183
Totals: 28 860 187 3 3 144 903

Regional REP Case Processing (Month Ending 9/30/2020)

Transfers Total
Agent Pending Intake In Out Closed Pending

=) () Cases
Atlanta 8 10 0 0 0 4 6
Chicago 4 7 2 1 0 1 9
Denver 6 8 0 0 0 2 6
=om 5 4 1 0 0 0 5
Francisco
Washington 5 9 7 0 1 3 12
Totals: 28 38 10 1 1 10 38

11




Appeals Cases

Filings By Region
OCT NOV DEC JAN FEB MAR APR MAY JUN JUL AUG SEP | FY2020 | FY2019

Pending 302 311 318 324 331 337 355 365 375 387 393 402
Received 9 9 6 8 6 18 10 10 12 6 9 4 107 122

Denied 0 0 0 1 0 0 0 0 0 0 0 0 1 0

Withdrawn | 0 2 0 0 0 0 0 0 0 0 0 0 2 0

Remand 0 0 0 0 0 0 0 0 0 0 0 0 0 0
emito 311 318 324 331 337 355 365 375 387 393 402 406

(EOM)

12




Federal Services Impasses Panel
Case Statistics

OCT NOV | DEC JAN FEB MAR | APR MAY | JUN JUL AUG SEP FY2019 | FY2020
Pending 28 30 21 26 21 23 25 20 21 21 22 23
Received 9 8 7 3 8 6 5 9 9 9 6 11 88 79
Closed 7 17 2 8 6 4 10 8 9 8 5 11 83 84
Pending
(EOM) 30 21 26 21 23 25 20 21 21 22 23 23

13




Office of the Administrative Law Judges
Case Load and Performance Goals

OCT NOV DEC JAN FEB MAR APR MAY JUN JUL AUG SEP FY20
Carryover 0 0 0 0 0 0 0 0 0 0 0 0
Cases Received 0 0 0 0 0 0 0 0 0 0 0 0
Resolved 0 0 0 0 0 0 0 0 0 0 0 0
Dispositions | Decisions 0 0 0 0 0 0 0 0 0 0 0 0
Total 0 0 0 0 0 0 0 0 0 0 0 0
Pending (EOM) 0 0 0 0 0 0 0 0 0 0 0 0
Hearings Held 0 0 0 0 0 0 0 0 0 0 0 0

14
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FLRA Case Fiow Chart By Case Type
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FLRA CHAIRMAN
Kiko, Colleen Duffy

OFFICE OF THE CHAIRMAN

Kiko, Colleen Duffy — Chairman

Molpus, Anna — CC
Duncan, Murray - DCC
Morse, Roger
O’Connor, Linda
Keller, Elvin

Brown, Joshua
Nguyen, Pauline
Hane, Forrest
Archer-Beck, Sarah
Barnwell, Remy

FEDERAL LABOR RELATIONS AUTHORITY

7900

7900
7742
7911
7748
7743
7746
7939
7995
7994
7749
7904

Legislative Affairs & Program

Planning
Hogan, Aloysius — Director
Prag, Eric

Case Intake & Publication
Sloop, Emily — Chief
Stevenson, Belinda
Combs, Joe

Racowsky, Karen

Miller, Chania

OFFICE OF THE MEMBER
Abbott, James — Member

Baker Wehagen, Stefanie - CC

Lee, Tiffany — DCC
Williams Bonilla, Martha
Traylor, Rebecca
Garcia, George
Compagnone, Joseph
Wallace, Michael
Youchidje, Nima (Intern)

OFFICE OF THE MEMBER
DuBester, Ernie — Member
Rumsfeld, Kurt - CC
Wisniewski, Melissa DCC
Pullen, Norma

Katz, Anne

Kaufman, Judith

Bradley, Brandon

Parker, Stefanie

7927
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7930
7786
7788
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7941
7768
7987
7776
7787

7920
7789
7782
7797
7792
7966
7766
7937

OFFICE OF ADMINISTRATIVE

LAW JUDGES

Welch, David — Chief ALJ
Center, Charles

Pearson, Richard
Turner, Catherine

OFFICE OF THE INSPECTOR

7950
7923
7918
7992
7934

GENERAL
Rooney, Dana - IG

7970
7744

HQ TELEPHONE LIST
Main Number (202) 218-7770

Kodish, Douglas 7755
EEQ Director
Sloop, Emily 7924

OFFICE OF THE SOLICITOR 7999

Peters, Noah - Sol 7908
Osborne, Rebecca, DS 7986
Wilson, Sherry 7928
Blackadar, Sarah 7906
OFFICE OF THE GENERAL
COUNSEL

Vacant - GC 7910
Dye, Charlotte — Deputy GC 7741
Ali, Ameeran 7759
Smith, Cabrina 7914

WASHINGTON REGIONAL OFFICE
Main # 202-357-6029

Bartlett, Jessica — RD 6017
Guerrin, Douglas 6027
Kirsner, Bill 6023
Carr, Chandra 6011
Drummond, Mauricio 6028
Kurfis, Sarah 6021
Vacant 6016
Wiseman, Liz 6014
Potter, Titus 6022
Garay, Flor 6019
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Carter, Mark — Chairman 7745
Moseley, Kimberly — ExD 7991
Duran, Dan 7753
Weinstein, Merritt 7747
Saddler, Rosetta 7754
OFFICE OF THE EXECUTIVE
DIRECTOR

Jeffries, Michael — ExD 7982
Information Technology

Fontaine, Dave — CIO 7778
Wendorf, Chad 7998
Dullaghan, Patrick 7943
Nicholas, Maurice 7913
Jiang, Hao 7772
Atkins, Cleophus (Contractor) 7984
IT Helpdesk 7977
Human Resources 7979
Chandler, Paula — Director 7985
Duff, Shandust 7981
Midgett, Patricia 7953
Budget/Finance 7760

Mister, Greg - Director 7945
Stowe, Kesha 7783
Sanchez, Kristi (Contractor) 7783
Administrative Services 7750
Storr, Xavier — Director 7764
Gould, Daryll 7793
Downing, Eric 7767
Polite, LaTonya (Contractor) 7765
Mailroom 7781
Conference Room

Agenda Room 7001
Chairman’s Conference Rm 7784
FSIP Conference Room 7003
2" Floor near CIP and WRO 7000
3" Floor Conference Room 7004
3 Floor near IRMD 7907
Fax Machines

3rd Floor 482-6636
oC 482-6778
ALJ 482-6629
CIP 482-6657
FSIP 482-6674
HRD 343-1006
OGC 482-6608
OIG 208-4535
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WRO 482-6724

Guard’s Station 202-682-0200

Regional Directors

Atl, Rick Jones 5018
Chi, Sandra LeBold 4015
Den, Tim Sullivan 1012
SF, John Pannozzo 2021

Regional Administrative Officers

Atl, Melissa Hardy 5011
Chi, Y’landa Wilson 4010
Den, Andre Antonie 1010
SF, Richard Armstrong 2011
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FEDERAL LABOR RELATIONS AUTHORITY
2019 Federal Employee Viewpoint Survey
Interpretation of Results

November 4, 2019
Organizational Response Rate

The Office of Personnel Management’s (OPM’s) Federal Employee Viewpoint Survey (FEVS) provides
employees an opportunity to share their opinions about what matters most to them and to influence
leadership. Employee feedback provides managers insights into where improvements have been made
and are needed.

FLRA’s 2019 overall response rate was 63% - 22 points higher than the Governmentwide average of 41%.
That rate is also in line with the small agency (100-999 employees) response rate of 67%. A split between
the FLRA’s two distinct working groups is presented here:
1) The Authority and Administrative Headquarters (FLRA HQ) - 23 respondents and a 70% response
rate
2) The Office of General Counsel (OGC) Headquarters and Regional Offices (OGC/Regions staff) -
29 respondents and a 59% response rate

Agency Strengths

The FLRA as a whole has 32 items identified as strengths (defined as 65 percent or greater positive
responses). The top six strengths:
e 98% positive - How would you rate the overall quality of work done by your work unit
e 97% positive - My supervisor supports my need to balance work and other life issues
e 97% positive - When needed, | am willing to put in the extra effort to get a job done (increase
from 93% in 2018)
e 96% positive - My work unit has the job-relevant knowledge and skills necessary to accomplish
organizational goals (increase from 92% in 2018)
e 96% positive - Employees in my work unit share job knowledge with each other (increase from
88% in 2018)
e 96% positive - Physical conditions allow employees to perform their jobs well (increase from
82% in 2018)

Positive Increases in 2019 (since 2018)

There were marked increases in job satisfaction and overall well-being reported as compared to 2018.
e 14% Increase - How satisfied are you with your opportunity to get a better job in your

organization?

14% Increase - Physical conditions allow employees to perform their jobs well

14% Increase - Considering everything, how satisfied are you with your pay?

13% Increase - Employees are protected from health and safety hazards on the job

13% Increase - Supervisors work well with employees of different backgrounds



Areas for Improvement

Employees identified areas for improvement involving training, the mission of the agency,
communication, innovation, management, and leadership. On key questions, there was a substantial
difference in negative scores reported by the FLRA HQ and the OGC/Regions staff.

Questions with the highest percentage of negative scores (broken down by the FLRA HQ, and the
OGC/Regions):
e 72% - In my organization, senior leaders generate high levels of motivation and commitment in
the workforce. (39% negative FLRA HQ, 94% negative OGC/Regions)
e 71% - My organization’s senior leaders maintain high standards of honesty and integrity. (41%
negative FLRA HQ, 90% negative OGC/Regions)
e 65% - | have a high level of respect for my organization’s senior leaders. (27% negative FLRA
HQ, 90% negative OGC/Regions)
e 64% - How satisfied are you with the policies and practices of your senior leaders? (31%
negative FLRA HQ, 90% negative OGC/Regions)

The Strategic Plan Implementation Teams (with representation from every component, including
OGC/Regions) will continue to address these and other challenges raised by the FEVS results. In
particular, in the coming weeks, the Employee Engagement Team will be analyzing the results of the
recently-conducted focus groups to better understand employee concerns.

Government Shutdown

The 2019 FEVS included a special section related to effects of the government shutdown on employees.
Staff reported impacts such as interrupted deadlines or delayed pay. However, there were generally
positive reviews of how the FLRA leadership responded.

e 97% of the FLRA staff were impacted by the shutdown by not receiving pay until after the lapse
ended. Additionally, employees reported a high rate of missed deadlines (70%), reduced customer
service (76%), delayed work (94%), and time lost in restarting work (71%).

e 37% said their everyday work was impacted in a moderately negative way by the shutdown, while
45% of staff reported a very negative to extremely negative impact on their work. 19% reported
slightly negative to no impact on their work.

e On a positive note: 72% of the overall workforce (88% Authority, 63% Regions) believed the
agency provided the support (communication, assistance, and guidance) needed during the partial
shutdown.

Work-Life Balance and Teleworking Access

FLRA staff almost universally reported better than governmentwide positive averages in satisfaction
with work-life programs offered and teleworking opportunities:
e 87% Positive - How satisfied are you with the following Work-Life programs in your agency?
Alternative Work Schedules (for example, compressed work schedule, flexible work schedule)
e Greater than 50% telework: more than 50% of FLRA employees telework 1-2 days per week in
contrast with only 16% governmentwide and 39% at small agencies



FIELD PERIOD May 23 - July 5, 2019
SAMPLE OR CENSUS CENSUS
NUMBER OF SURVEYS 53
NUMBER OF SURVEYS 85
RESPONSE RATE 62.4%

items identified
as challenges
(35% negative or
higher)

items identified
3 2 as strengths
(65% positive or

Engagement Index Score
2019 ENGAGEMENT INDEX

64%

INTRINSIC

LEADERS LEAD SUPERVISORS WORK

EXPERIENCE

67%

40% 84%

(e ot
Highest % Positive Items Select:
Q28 How would you rate the overall quality of work done by your

work unit? 98%

Q42 My supervisor supports my need to balance work and other life

issues. 97%

Q7 When needed | am willing to put in the extra effort to get a job 97%
done. o

Q26 Employees in my work unit share job knowledge with each other. 96%
(J

Q14 Physical conditions allow employees to perform their jobs well.
96%

-

(s .
Highest % Negative Items Select:
Q53 Inmy organization, senior leaders generate high levels of

0,
motivation and commitment in the workforce. 72%

Q54 My organization's senior leaders maintain high standards of

honesty and integrity. 71%

Q61 ! have a high level of respect for my organization's senior leaders. %
65%

Q66 How satisfied are you with the policies and practices of your

H 0,
senior leaders? 64%

Q62 Senior leaders demonstrate support for Work-Life programs.
52%

AN




HISPANIC, LATINO, OR SPANISH LOCATION

47% Female - Hispanic, Latino, or Spanish 6% Headquarters
MILITARY SERVICE RETIREMENT PLAN TO LEAVE
16% Served 16% within next five years 48% within the next year
e N N
Age Group Agency Tenure
24%
18% 22% 18%
8% 12%
- - - - - o mn BN
29 years 30-39 40-49 50-59 60 years Less than 1 1to3 4to5 6to 10 11to 14 15to 20 More than 20
and under years old years old years old or older year years years years years years years
- AN J




Select:

Largest Increases in
Percent Positive
since 2018

items increased
since 2018

Select:

Largest Decreases in
Percent Positive
since 2018

items
decreased
since 2018

30

Q67

Q14

Q70

Q35

Q55

Q34

Q22

Q38

Q40

Q36

How satisfied are you with your opportunity to get a better job in

your organization?

Physical conditions allow employees to perform their jobs well.

Considering everything, how satisfied are you with your pay?

Employees are protected from health and safety hazards on the job.

Supervisors work well with employees of different backgrounds.

Policies and programs promote diversity in the workplace.

Promotions in my work unit are based on merit.

Prohibited Personnel Practices are not tolerated.

| recommend my organization as a good place to work.

My organization has prepared employees for potential security
threats.

2016

55%

94%

77%

94%

69%

89%

83%

81%

2017 2018 2019

47%  24%  38%
87%  82%  96%
70%  76%  90%
88%  77%  90%
73%  56%  69%
2017 2018 2019
69% 42%  31%
61% 55%  45%
78%  62%  52%
74%  45%  36%
85% 71%  62%

Percentage Point Change

+14

+14

+14

+13

+13




Percent
Response Positive
Type Item Item Text %
Agree-disagree 1 |*lam given a real opportunity to improve my
skills in my organization. 47.9%
Agree-disagree 2 I have enough information to do my job well.
72.3%
Agree-disagree 3 I feel encouraged to come up with new and better
ways of doing things. 44.5%
Agree-disagree 4 My work gives me a feeling of personal
accomplishment. 5939
Agree-disagree 5 llike the kind of work | do.
82.3%
Agree-disagree 6 | know what is expected of me on the job.
90.1%
Agree-disagree 7 When needed | am willing to put in the extra
effort to get a job done. 96.6%
Agree-disagree 8 lam constantly looking for ways to do my job
better. 87.4%
Agree-disagree 9 | have sufficient resources (for example, people,
materials, budget) to get my job done.
40.2%
Agree-disagree 10 |*My workload is reasonable.
63.4%
Agree-disagree 11 |*My talents are used well in the workplace.
59.9%
Agree-disagree 12 | *I know how my work relates to the agency's
goals. 79.2%
Agree-disagree 13 |The work I do is important.
91.2%

Strongly

Agree/
Very
Good/
Very
Satisfied
%

20.0%

26.4%

26.0%

32.1%

37.7%

37.9%

71.7%

55.4%

9.7%

14.9%

23.2%

32.6%

48.8%

Agree/
Good/
Satisfied

%

27.9%

45.9%

18.4%

27.2%

44.6%

52.2%

24.8%

32.0%

30.6%

48.5%

36.8%

46.5%

42.4%

Neither
Agree nor
Disagree/

Fair/ Neither
Satisfied nor
Dissatisfied

%

19.1%

12.4%

27.4%

17.6%

9.8%

4.9%

3.4%

12.6%

10.3%

20.0%

12.8%

4.1%

8.8%

Disagree/

Poor/

Dissatisfied

%

25.3%

11.3%

20.8%

11.0%

7.9%

5.0%

0.0%

0.0%

26.5%

14.6%

23.6%

16.8%

0.0%

Strongly
Disagree/
Very Poor/
Very
Dissatisfied
%

7.7%

4.1%

7.3%

12.1%

0.0%

0.0%

0.0%

0.0%

23.0%

1.9%

3.7%

0.0%

0.0%

Strongly
Agree/
Very
Good/
Percent Very
Negative Satisfied
% |\
33.0% 12
15.3% 14
28.1% 15
23.1% 17
7.9% 20
5.0% 20
0.0% 38
0.0% 29
49.5% 5
16.5% 8
27.3% 14
16.8% 17
0.0% 26

Agree/
Good/
Satisfied
\|

15

21

10

15

23

26

13

17

17

26

19

24

22

Neither

Agree nor
Disagree/

Fair/ Strongly Do Not
Neither Disagree/ Know/
Satisfied Disagree/ Very Poor/ Item No

nor Poor/ Very Response Basis to

Dissatisfied | Dissatisfied | Dissatisfied  Total** Judge
\| \| \| I\ I\
10 12 4 53 N/A
7 6 2 50 N/A
13 10 4 52 N/A
9 5 6 52 N/A
6 4 0 53 N/A
3 3 0 52 N/A
2 0 0 53 N/A
7 0 0 53 N/A
5 15 11 53 0
11 7 1 53 0
6 12 2 53 0
2 9 0 52 0
5 0 0 53 0




Response
Type Item Item Text

Agree-disagree 14 Physical conditions (for example, noise level,
temperature, lighting, cleanliness in the
workplace) allow employees to perform their jobs
well.

Agree-disagree 15 |My performance appraisal is a fair reflection of
my performance.

Agree-disagree 16 |lam held accountable for achieving results.

Agree-disagree 17 |*lcan disclose a suspected violation of any law,
rule or regulation without fear of reprisal.

Agree-disagree 18 My training needs are assessed.

Agree-disagree 19 In my most recent performance appraisal, |
understood what | had to do to be rated at
different performance levels (for example, Fully
Successful, Outstanding).

Agree-disagree 20 *The people | work with cooperate to get the job
done.

Agree-disagree 21 My work unit is able to recruit people with the
right skills.

Agree-disagree 22 Promotions in my work unit are based on merit.

Agree-disagree 23 | In my work unit, steps are taken to deal with a
poor performer who cannot or will not improve.

Agree-disagree 24 *In my work unit, differences in performance are

recognized in a meaningful way.

Percent
Positive
%

95.8%

79.3%

94.7%

46.8%

32.2%

75.9%

94.9%

51.2%

44.6%

52.5%

55.0%

Strongly

Agree/
Very
Good/
Very
Satisfied
%

36.2%

35.9%

45.0%

26.1%

12.6%

37.3%

47.6%

14.9%

22.6%

20.1%

30.2%

Agree/
Good/
Satisfied
%

59.6%

43.4%

49.7%

20.6%

19.6%

38.6%

47.2%

36.4%

22.1%

32.4%

24.8%

Neither
Agree nor
Disagree/

Fair/ Neither

Satisfied nor

Dissatisfied
%

4.2%

11.9%

5.3%

19.3%

26.5%

14.9%

1.8%

26.3%

35.6%

31.2%

20.4%

Disagree/
Poor/
Dissatisfied
%

0.0%

6.9%

0.0%

20.8%

28.4%

3.4%

1.6%

8.6%

7.2%

10.2%

18.2%

Strongly
Disagree/
Very Poor/
Very Percent
Dissatisfied Negative
% %
0.0% 0.0%
1.9% 8.8%
0.0% 0.0%
13.1% 33.9%
12.8% 41.3%
5.9% 9.3%
1.7% 3.3%
13.9% 22.5%
12.5% 19.7%
6.1% 16.3%
6.4% 24.6%

Strongly
Agree/
Very
Good/
Very
Satisfied
I\

20

20

24

15

20

25

12

10

15

Agree/
Good/
Satisfied
\|

31

22

26

11

11

18

24

18

12

18

13

Neither
Agree nor
Disagree/

Fair/
Neither
Satisfied
nor
Dissatisfied
\|

14

12

18

15

10

Disagree/
Poor/
Dissatisfied
\|

11

13

Strongly
Disagree/
Very Poor/
Very
Dissatisfied
\|

Do Not
Know/
Item \[o]
Response Basis to
Total** Judge
I\ I\

53 0
53 0
53 0
53 0
53 0
50 3
52 N/A
51 1
50 2
49 3
48 4




Percent
Response Positive
Type Item Item Text %
Agree-disagree 25 |Awards in my work unit depend on how well
employees perform their jobs. 69.5%
Agree-disagree 26 | Employees in my work unit share job knowledge
with each other. 96.2%
Agree-disagree 27 | The skill level in my work unit has improved in the
past year. 56.6%
Good-poor 28 'How would you rate the overall quality of work
it?
done by your work unit? 98.1%
Agree-disagree 29 | *My work unit has the job-relevant knowledge
and skills necessary to accomplish organizational
goals.
87.4%
Agree-disagree 30 Employees have a feeling of personal
empowerment with respect to work processes.
31.9%
Agree-disagree 31 Employees are recognized for providing high
quality products and services. 42.7%
Agree-disagree 32 Creativity and innovation are rewarded.
34.4%
Agree-disagree 33 | Pay raises depend on how well employees
perform their jobs. 39.4%
Agree-disagree 34 Policies and programs promote diversity in the
workplace (for example, recruiting minorities and
women, training in awareness of diversity issues,
mentoring).
31.1%
Agree-disagree 35 Employees are protected from health and safety
hazards on the job. 90.2%
Agree-disagree 36 My organization has prepared employees for
potential security threats.
62.5%

Strongly
Agree/

Very

Good/

Very

Satisfied

%

28.0%

50.4%

30.1%

73.5%

56.1%

15.9%

19.5%

18.0%

10.1%

11.0%

29.9%

22.5%

Agree/
Good/
Satisfied

%

41.5%

45.8%

26.5%

24.6%

31.3%

16.0%

23.2%

16.4%

29.4%

20.1%

60.2%

40.0%

Neither
Agree nor
Disagree/

Fair/ Neither
Satisfied nor
Dissatisfied

%

17.2%

3.8%

28.2%

1.9%

8.7%

18.0%

24.9%

21.3%

30.9%

32.3%

9.8%

21.6%

Disagree/

Poor/

Dissatisfied

%

11.2%

0.0%

11.1%

0.0%

3.9%

18.9%

19.5%

27.4%

20.4%

20.5%

0.0%

12.1%

Strongly
Disagree/
Very Poor/

Very

Dissatisfied

%

2.2%

0.0%

4.1%

0.0%

0.0%

31.3%

12.9%

17.0%

9.3%

16.1%

0.0%

3.8%

Percent
Negative

%

13.3%

0.0%

15.2%

0.0%

3.9%

50.2%

32.4%

44.3%

29.7%

36.6%

0.0%

15.9%

Strongly
Agree/

Good/

Satisfied

15

27

16

38

30

11

10

15

13

Agree/
Good/
Satisfied

\|

23

23

14

13

16

12

14

29

20

Neither

Agree nor
Disagree/

Fair/ Strongly Do Not
Neither Disagree/ Know/
Satisfied Disagree/ Very Poor/ Item No

nor Poor/ Very Response Basis to

Dissatisfied | Dissatisfied | Dissatisfied  Total** Judge
\| \| \| I\ I\
8 5 1 52 0
2 0 0 52 0
14 5 2 51 1
1 0 0 52 N/A
4 2 0 52 0
9 10 16 52 0
12 10 7 52 0
11 14 9 52 0
15 9 5 49 3
16 11 8 51 1
5 0 0 49 3
11 6 2 52 0




Response
Type Item Item Text

Agree-disagree 37 | Arbitrary action, personal favoritism and coercion
for partisan political purposes are not tolerated.

Agree-disagree 38 Prohibited Personnel Practices (for example,
illegally discriminating for or against any
employee/applicant, obstructing a person's right
to compete for employment, knowingly violating
veterans' preference requirements) are not
tolerated.

Agree-disagree 39 My agency is successful at accomplishing its
mission.

Agree-disagree 40 *Irecommend my organization as a good place to
work.

Agree-disagree 41 *| believe the results of this survey will be used to
make my agency a better place to work.

Agree-disagree 42 My supervisor supports my need to balance work
and other life issues.

Agree-disagree 43 My supervisor provides me with opportunities to
demonstrate my leadership skills.

Agree-disagree 44 Discussions with my supervisor about my
performance are worthwhile.

Agree-disagree 45 My supervisor is committed to a workforce
representative of all segments of society.

Agree-disagree 46 My supervisor provides me with constructive

suggestions to improve my job performance.

Percent
Positive
%

32.2%

52.2%

45.2%

36.4%

31.0%

96.8%

81.8%

73.4%

72.4%

75.7%

Strongly

Agree/
Very
Good/
Very
Satisfied
%

11.6%

18.3%

14.4%

18.9%

19.3%

62.3%

44.9%

41.3%

43.5%

39.5%

Agree/
Good/
Satisfied
%

20.6%

33.9%

30.8%

17.5%

11.8%

34.5%

36.8%

32.2%

28.9%

36.2%

Neither
Agree nor
Disagree/

Fair/ Neither

Satisfied nor

Dissatisfied
%

31.6%

38.8%

8.7%

22.6%

19.6%

0.0%

12.7%

17.0%

23.9%

14.8%

Disagree/
Poor/
Dissatisfied
%

17.8%

7.3%

19.0%

15.8%

16.2%

1.5%

1.9%

6.0%

2.1%

5.9%

Strongly
Strongly Agree/
Disagree/ Very
Very Poor/ Good/
Very Percent Very
Dissatisfied Negative Satisfied
% % \\
18.4% 36.2% 6
1.7% 9.0% 9
27.1% 46.1% 8
25.2% 41.0% 11
33.1% 49.3% 11
1.6% 3.2% 33
3.6% 5.6% 24
3.6% 9.6% 23
1.6% 3.6% 22
3.6% 9.5% 21

Agree/
Good/
Satisfied
\|

12

15

15

16

18

16

14

19

Neither
Agree nor
Disagree/

Fair/
Neither
Satisfied
nor
Dissatisfied
\|

14

16

11

10

11

Disagree/
Poor/
Dissatisfied
\|

10

10

Strongly
Disagree/
Very Poor/
Very
Dissatisfied
\|

14

13

16

Item

Do Not
Know/
No

Response Basis to

Total**
I\

51

45

52

52

51

51

51

51

49

52

Judge
I\

N/A




Percent
Response Positive
Type Item Item Text %
Agree-disagree 47 Supervisors in my work unit support employee
development. 81.2%
Agree-disagree 48 My supervisor listens to what | have to say.
87.1%
Agree-disagree 49 My supervisor treats me with respect.
90.8%
Agree-disagree 50 Inthe last six months, my supervisor has talked
with me about my performance.
87.8%
Agree-disagree 51 I have trust and confidence in my supervisor.
82.2%
Good-poor 52 Overall, how good a job do you feel is being done
by your immediate supervisor?
80.8%
Agree-disagree 53 | In my organization, senior leaders generate high
levels of motivation and commitment in the
workforce.
18.9%
Agree-disagree 54 My organization's senior leaders maintain high
standards of honesty and integrity.
18.9%
Agree-disagree 55 |Supervisors work well with employees of different
backgrounds. 69.5%
Agree-disagree 56 | *Managers communicate the goals of the
organization. 65.3%
Agree-disagree 57 Managers review and evaluate the organization's
progress toward meeting its goals and objectives.
58.7%

Strongly

Agree/
Very
Good/
Very
Satisfied
%

46.1%

54.8%

56.6%

49.5%

48.8%

51.1%

10.7%

10.7%

32.6%

27.6%

27.2%

Agree/
Good/
Satisfied

%

35.1%

32.2%

34.2%

38.4%

33.3%

29.7%

8.2%

8.2%

36.9%

37.8%

31.5%

Neither
Agree nor
Disagree/

Fair/ Neither
Satisfied nor
Dissatisfied

%

11.3%

3.3%

1.4%

5.4%

4.7%

9.5%

9.1%

10.5%

18.1%

19.9%

29.5%

Disagree/

Poor/

Dissatisfied

%

5.9%

8.1%

3.7%

6.8%

7.4%

4.0%

17.2%

30.8%

8.7%

5.4%

5.6%

Strongly
Disagree/
Very Poor/

Very

%

1.6%

1.6%

4.1%

0.0%

5.7%

5.7%

54.8%

39.9%

3.7%

9.4%

6.2%

Percent
Dissatisfied Negative

%

7.5%

9.7%

7.8%

6.8%

13.1%

9.7%

72.0%

70.6%

12.4%

14.8%

11.8%

Strongly
Agree/

Good/

Satisfied

26

29

30

27

27

28

16

15

14

Agree/
Good/
Satisfied
\|

17

16

17

19

15

14

17

18

15

Neither

Agree nor
Disagree/

Fair/ Strongly Do Not
Neither Disagree/ Know/
Satisfied Disagree/ Very Poor/ Item No

nor Poor/ Very Response Basis to

Dissatisfied | Dissatisfied | Dissatisfied  Total** Judge
\| \| \| I\ I\
5 3 1 52 0
2 4 1 52 N/A
1 2 2 52 N/A
2 4 0 52 N/A
3 4 3 52 N/A
5 2 3 52 N/A
4 10 27 52 0
6 15 20 52 0
9 4 2 48 4
10 3 5 51 1
12 3 3 47 3




Percent
Response Positive
Type Item Item Text %
Agree-disagree 58 Managers promote communication among
different work units (for example, about projects,
goals, needed resources).
57.2%
Agree-disagree 59 Managers support collaboration across work units
to accomplish work objectives.
56.1%
Good-poor 60 Overall, how good a job do you feel is being done
by the manager directly above your immediate
supervisor?
73.2%
Agree-disagree 61 I have a high level of respect for my organization's
senior leaders. 24.3%
Agree-disagree 62 Senior leaders demonstrate support for Work-Life
programs. 34.8%
Satisfied- 63 *How satisfied are you with your involvement in
dissatisfied decisions that affect your work?
37.2%
Satisfied- 64 | *How satisfied are you with the information you
dissatisfied receive from management on what's going on in
your organization?
39.7%
Satisfied- 65 *How satisfied are you with the recognition you
dissatisfied receive for doing a good job?
58.3%
Satisfied- 66 How satisfied are you with the policies and
dissatisfied practices of your senior leaders?
18.9%
Satisfied- 67 How satisfied are you with your opportunity to
dissatisfied get a better job in your organization?
38.3%

Strongly
Agree/
Very
Good/
Very
Satisfied
%

22.6%

24.3%

48.2%

16.1%

13.5%

20.6%

24.7%

26.2%

10.7%

19.3%

Agree/
Good/
Satisfied
%

34.6%

31.8%

25.0%

8.3%

21.3%

16.6%

15.0%

32.1%

8.2%

19.0%

Neither
Agree nor
Disagree/

Fair/ Neither

Satisfied nor
Dissatisfied
%

17.8%

26.0%

10.6%

10.5%

12.7%

21.1%

13.5%

13.8%

16.8%

21.8%

Disagree/
Poor/
Dissatisfied
%

15.8%

10.9%

12.4%

18.4%

32.3%

26.6%

23.4%

22.0%

21.0%

20.9%

Strongly
Disagree/
Very Poor/

Very

Dissatisfied Negative

%

9.2%

7.0%

3.7%

46.8%

20.2%

15.1%

23.4%

6.0%

43.3%

19.0%

Percent

%

25.0%

17.9%

16.1%

65.2%

52.5%

41.8%

46.8%

27.9%

64.3%

39.9%

Strongly
Agree/
Very
Good/
Very
Satisfied
I\

13

14

24

12

14

15

12

Agree/
Good/
Satisfied
\|

16

15

12

11

15

10

Neither

Agree nor
Disagree/

Fair/ Strongly Do Not
Neither Disagree/ Know/
Satisfied Disagree/ Very Poor/ Item No

nor Poor/ Very Response Basis to

Dissatisfied | Dissatisfied | Dissatisfied  Total** Judge
\| \| \| I\ I\
8 7 5 49 3
11 6 4 50 2
5 6 2 49 3
6 10 23 52 0
6 15 10 49 3
10 13 8 52 N/A
6 12 12 52 N/A
8 11 3 52 N/A
8 11 22 52 N/A
11 11 8 52 N/A




Response
Type Item Item Text

Satisfied- 68 How satisfied are you with the training you
dissatisfied receive for your present job?
Satisfied- 69 *Considering everything, how satisfied are you
dissatisfied with your job?
Satisfied- 70 |Considering everything, how satisfied are you with
dissatisfied your pay?
Satisfied- 71 *Considering everything, how satisfied are you
dissatisfied with your organization?

* AES prescribed items as of 2017 (5 CFR Part 250, Subpart C)
** Unweighted count of responses excluding 'Do Not Know' and 'No Basis to Judge'
The Dashboard only includes items 1-71.

Percentages are weighted to represent the Agency's population.

Percent
Positive
%

33.3%

56.7%

89.6%

37.7%

Strongly

Agree/
Very
Good/
Very
Satisfied
%

10.7%

25.8%

36.7%

16.9%

Neither
Agree nor
Disagree/

Fair/ Neither

Good/ | Satisfied nor

Satisfied | Dissatisfied
% %

Agree/

22.6% 26.3%
30.9% 13.4%
52.9% 2.9%
20.8% 19.5%

Disagree/

Poor/

Dissatisfied

%

25.1%

22.2%

2.0%

19.8%

Strongly
Disagree/
Very Poor/
Very
Dissatisfied
%

15.3%

7.7%

5.6%

23.0%

Strongly
Agree/
Very
Good/
Percent Very
Negative Satisfied
% |\
40.4% 7
29.9% 14
7.5% 20
42.8% 9

Agree/
Good/
Satisfied

N

12

15

26

12

Neither

Agree nor
Disagree/

Fair/ Strongly Do Not
Neither Disagree/ Know/
Satisfied Disagree/ Very Poor/ Item No

nor Poor/ Very Response Basis to

Dissatisfied | Dissatisfied | Dissatisfied  Total** Judge
\| \| \| I\ I\
13 13 7 52 N/A
7 12 4 52 N/A
2 1 3 52 N/A
9 10 12 52 N/A




72. Currently, in my work unit poor performers usually: N %
Remain in the work unit and improve their performance over time 8 16.9%
Remain in the work unit and continue to underperform 5 15.2%
Leave the work unit - removed or transferred 5 9.1%
Leave the work unit - quit 2 5.1%
There are no poor performers in my work unit 22 53.7%

Item Response Total 42 100.0%
Do not know 10 -
Total 52 100.0%

Percentages are weighted to represent the Agency's population.






73. Which of the following best describes the impact of the partial government shutdown (December 22, 2018 - January 25, 2019) on your working/pay status? N %
The shutdown had no impact on my working/pay status 2 2.9%
| did not work and did not receive pay until after the lapse ended 40 77.1%
| worked some of the shutdown but did not receive pay until after the lapse ended 8 14.3%
| worked for the entirety of the shutdown but did not receive pay until after the lapse ended 0 0.0%
Other, not listed above 2 5.6%
Total 52 100.0%

74. How was your everyday work impacted during (if you worked) or after the partial government shutdown? N %
It had no impact 3 5.8%
A slightly negative impact 8 13.1%
A moderately negative impact 18 36.6%
A very negative impact 15 27.7%
An extremely negative impact 8 16.7%
Total 52 100.0%

If the response to item 74 was "It had no impact", item 75 was skipped.

75. In what ways did the partial government shutdown negatively affect your work? (Check all that apply) N %
Unmanageable workload 12 27.8%
Missed deadlines 33 70.3%
Unrecoverable loss of work 13 30.0%
Reduced customer service 35 75.8%
Delayed work 45 94.3%
Reduced work quality 12 28.2%
Cutback of critical work 4  11.2%
Time lost in restarting work 34 71.4%
Unmet statutory requirements 7 13.8%
Other 8 16.0%
Total (percents will add to more than 100% because respondents could choose more than one response option) 48 --



76. Are you looking for another job because of the partial government shutdown?

%

| am looking for another job specifically because of the shutdown 1 2.2%
| am looking for another job, but the shutdown is only one of the reasons 9 16.6%
| am looking for another job, but the shutdown had no influence on that decision 11 19.5%
| am not looking for another job currently 31 61.8%
Total 52 100.0%
77. My agency provided the support (e.g., communication, assistance, guidance) | needed during the partial government shutdown. N %
Strongly Agree 14  26.1%
Agree 12 23.6%
Neither Agree nor Disagree 11 21.7%
Disagree 7 15.7%
Strongly Disagree 7 12.8%
Item Response Total 51 100.0%
No support required 1 -
Total 52 100.0%

Percentages are weighted to represent the Agency's population.



2019 2018
78. Please select the response below that BEST describes your current teleworking schedule. N % N %
| telework very infrequently, on an unscheduled or short-term basis 9 16.8% 18 23.4%
| telework, but only about 1 or 2 days per month 4 6.5% 9 11.4%
| telework 1 or 2 days per week 28 56.7% 38 46.6%
| telework 3 or 4 days per week 1 1.9% 2 2.9%
| telework every work day 0 0.0% 0 0.0%
| do not telework because | have to be physically present on the job 0 0.0% 0 0.0%
I do not telework because of technical issues that prevent me from teleworking 0 0.0% 0 0.0%
| do not telework because | did not receive approval to do so, even though | have the kind of job where | can telework 2 3.6% 2 2.6%
I do not telework because | choose not to telework 8 14.5% 10 13.1%
Total 52 100.0% 79 100.0%
2019 2018
79. How satisfied are you with the Telework program in your agency? N Satisfaction % All Response Options % N Satisfaction % All Response Options %
Very Satisfied 15 31.0% 29.3% 20 25.9% 23.7%
Satisfied 19 37.7% 35.7% 37 51.3% 47.0%
Neither Satisfied nor Dissatisfied 12 23.7% 22.5% 12 15.1% 13.8%
Dissatisfied 3 7.6% 7.2% 3 4.9% 4.5%
Very Dissatisfied 0 0.0% 0.0% 2 2.8% 2.5%
Item Response Total 49 100.0% 94.8% 74 100.0% 91.6%
| choose not to participate in this program 3 -- 5.2% 4 -- 5.8%
This program is not available to me 0 -- 0.0% 2 -- 2.6%
I am unaware of this program 0 -- 0.0% 0 -- 0.0%
Total 52 100.0% 100.0% 80 100.0% 100.0%
80. Which of the following Work-Life programs have you participated in or used at your agency within the last 12 months? (Mark 2019
all that apply): N %
Alternative Work Schedules 33 65.6%
Health and Wellness Programs 7 16.2%
Employee Assistance Program — EAP 2 3.4%
Child Care Programs 1 1.5%
Elder Care Programs 0 0.0%
None listed above 17 29.3%
Total (percents will add to more than 100% because respondents could choose more than one response option) 52 -
Note: This item was not in the 2018 OPM FEVS.
2019 2018
81. How satisfied are you with the following Work-Life programs in your agency? Alternative Work Schedules N Satisfaction % All Response Options % N Satisfaction % All Response Options %
Very Satisfied 22 47.0% 42.7% 27 43.5% 35.1%
Satisfied 18 39.7% 36.0% 27 43.1% 34.8%



Neither Satisfied nor Dissatisfied 9.1% 8.3% 8 11.9% 9.6%
Dissatisfied 1 4.1% 3.8% 1 1.6% 1.3%
Very Dissatisfied 0.0% 0.0% 0 0.0% 0.0%
Item Response Total 46 100.0% 90.7% 63 100.0% 80.9%
I choose not to participate in these programs 2 -- 3.4% 10 -- 11.9%
These programs are not available to me -- 5.9% 5 -- 5.9%
I am unaware of these programs 0 -- 0.0% 1 -- 1.3%
Total 52 100.0% 100.0% 79 100.0% 100.0%
2019 2018
82. How satisfied are you with the following Work-Life programs in your agency? Health and Wellness Programs N Satisfaction % All Response Options % N Satisfaction % All Response Options %
Very Satisfied 3 10.3% 4.9% 13 22.8% 15.1%
Satisfied 9 35.7% 17.1% 26 44.6% 29.7%
Neither Satisfied nor Dissatisfied 9 40.5% 19.3% 13 24.3% 16.2%
Dissatisfied 3 13.5% 6.4% 3 6.0% 4.0%
Very Dissatisfied 0 0.0% 0.0% 1 2.4% 1.6%
Item Response Total 24 100.0% 47.8% 56 100.0% 66.5%
| choose not to participate in these programs 8 -- 14.3% 7 -- 9.0%
These programs are not available to me 12 -- 23.3% 7 -- 10.2%
I am unaware of these programs 7 -- 14.7% 10 -- 14.3%
Total 51 100.0% 100.0% 80 100.0% 100.0%
2019 2018
83. How satisfied are you with the following Work-Life programs in your agency? Employee Assistance Program - EAP N Satisfaction % All Response Options % N Satisfaction % All Response Options %
Very Satisfied 1 3.6% 1.5% 4 9.1% 4.8%
Satisfied 4 21.6% 9.1% 11 27.2% 14.3%
Neither Satisfied nor Dissatisfied 13 65.6% 27.7% 27 63.7% 33.5%
Dissatisfied 2 9.2% 3.9% 0 0.0% 0.0%
Very Dissatisfied 0.0% 0.0% 0 0.0% 0.0%
Item Response Total 20 100.0% 42.2% 42 100.0% 52.6%
| choose not to participate in these programs 21 -- 38.3% 25 -- 32.0%
These programs are not available to me 2 -- 3.2% 3 -- 3.4%
I am unaware of these programs 9 -- 16.3% 10 -- 12.1%
Total 52 100.0% 100.0% 80 100.0% 100.0%
2019 2018
84. How satisfied are you with the following Work-Life programs in your agency? Child Care Programs N Satisfaction % All Response Options % N Satisfaction % All Response Options %
Very Satisfied 0 0.0% 0.0% 1 4.5% 1.1%
Satisfied 2 27.7% 5.2% 3 18.1% 4.5%
Neither Satisfied nor Dissatisfied 6 60.9% 11.3% 15 71.9% 17.6%
Dissatisfied 1 11.4% 2.1% 1 5.5% 1.3%




Very Dissatisfied 0 0.0% 0.0% 0 0.0% 0.0%

Item Response Total 9 100.0% 18.6% 20 100.0% 24.5%
| choose not to participate in these programs 15 -- 27.3% 13 -- 16.3%
These programs are not available to me 21 -- 39.3% 28 -- 35.3%
I am unaware of these programs 7 -- 14.7% 19 -- 23.8%

Total 52 100.0% 100.0% 80 100.0% 100.0%

2019 2018
85. How satisfied are you with the following Work-Life programs in your agency? Elder Care Programs N Satisfaction % All Response Options % N Satisfaction % All Response Options %
Very Satisfied 0 0.0% 0.0% 1 5.5% 1.1%
Satisfied 1 23.1% 3.6% 2 14.4% 2.9%
Neither Satisfied nor Dissatisfied 5 63.3% 10.0% 14 80.1% 16.4%
Dissatisfied 1 13.5% 2.1% 0 0.0% 0.0%
Very Dissatisfied 0 0.0% 0.0% 0 0.0% 0.0%

Item Response Total 7 100.0% 15.8% 17 100.0% 20.4%
| choose not to participate in these programs 13 -- 23.5% 11 -- 14.2%
These programs are not available to me 23 -- 43.0% 29 -- 36.4%
I am unaware of these programs 9 -- 17.7% 23 -- 28.9%

Total 52 100.0% 100.0% 80 100.0% 100.0%

Percentages are weighted to represent the Agency's population.

The rows above do not include results for any item or year when there were fewer than 4 completed surveys.



Trend Core Survey

My Employment Demographics

Where do you work?

%

Headquarters 56.0%
Field 44.0%
Total 100.0%
What is your supervisory status? %
Senior Leader 5.9%
Manager 11.8%
Supervisor 15.7%
Team Leader 3.9%
Non-Supervisor 62.7%
Total 100.0%
What is your pay category/grade? %
Federal Wage System 0.0%
GS 1-6 0.0%
GS 7-12 8.0%
GS 13-15 74.0%
Senior Executive Service 10.0%
Senior Level (SL) or Scientific or Professional (ST) 2.0%
Other 6.0%
Total 100.0%
What is your US military service status? %
No Prior Military Service 84.3%
Currently in National Guard or Reserves 2.0%
Retired 7.8%
Separated or Discharged 5.9%
Total 100.0%
How long have you been with the Federal Government (excluding military service)? %
Less than 1 year 0.0%
1to 3 years 11.8%
4 to 5 years 17.6%
6 to 10 years 17.6%
11 to 14 years 9.8%
15 to 20 years 17.6%
More than 20 years 25.5%
Total 100.0%
How long have you been with your current agency (for example, Department of Justice, Environmental Protection Agency)? %
Less than 1 year 0.0%
1to 3 years 17.6%
4 to 5 years 23.5%
6 to 10 years 21.6%
11 to 14 years 7.8%
15 to 20 years 11.8%
More than 20 years 17.6%
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My Employment Demographics

Total 100.0%
Are you considering leaving your organization within the next year, and if so, why? %
No 52.0%
Yes, to retire 2.0%
Yes, to take another job within the Federal Government 28.0%
Yes, to take another job outside the Federal Government 10.0%
Yes, other 8.0%
Total 100.0%
I am planning to retire: %
Within one year 0.0%
Between one and three years 8.0%
Between three and five years 8.0%
Five or more years 84.0%
Total 100.0%

My Personal Demographics

Are you of Hispanic, Latino, or Spanish origin? %
Yes --
No --

Total --

Note: All results are suppressed when any single demographic category has fewer than 4 responses.

Please select the racial category or categories with which you most closely identify. %
White -
Black or African American -

All other races --

Total --

Note: All results are suppressed when any single demographic category has fewer than 4 responses.

What is your age group? %
29 years and under --
30-39 years old --
40-49 years old --
50-59 years old --

60 years or older --

Total --

Note: All results are suppressed when any single demographic category has fewer than 4 responses.

What is the highest degree or level of education you have completed? %
Less than High School/ High School Diploma/ GED -

Certification/ Some College/ Associate's Degree --

Bachelor's Degree 9.8%
Advanced Degrees (Post Bachelor's Degree) 84.3%
Total 100.0%

Note: Results are suppressed for each demographic category with fewer than 4 responses.
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Are you an individual with a disability?

Trend Core Survey

%

Yes 8.2%
No 91.8%
Total 100.0%
Are you: %
Male 53.1%
Female 46.9%
Total 100.0%
Are you transgender? %
Yes 0.0%
No 100.0%
Total 100.0%
Which one of the following do you consider yourself to be? %
Straight, that is not gay or lesbian 95.8%
Gay or Lesbian --
Bisexual -
Something else 0.0%
Total 100.0%

Note: Results are suppressed for each demographic category with fewer than 4 responses.

Percentages for demographic questions are unweighted.

No suppression was applied to My Employment Demographics.
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N

Agree-disagree 2019 1 [*I'am given a real opportunity to improve my skills in my organization. 47.9% 19.1% 33.0% 53 N/A
Agree-disagree 2019 2 |l have enough information to do my job well. 72.3% 12.4% 15.3% 50 N/A
Agree-disagree 2019 | 3 [l feel encouraged to come up with new and better ways of doing things. 44.5% 27.4% 28.1% 52 N/A
Agree-disagree 2019 | 4 [My work gives me a feeling of personal accomplishment. 59.3% 17.6% 23.1% 52 N/A
Agree-disagree 2019 | 5 [l like the kind of work I do. 82.3% 9.8% 7.9% 53 N/A
Agree-disagree 2019 6 |l know what is expected of me on the job. 90.1% 4.9% 5.0% 52 N/A
Agree-disagree 2019 | 7 |When needed | am willing to put in the extra effort to get a job done. 96.6% 3.4% 0.0% 53 N/A
Agree-disagree 2019 8 |l am constantly looking for ways to do my job better. 87.4% 12.6% 0.0% 53 N/A
Agree-disagree 2019 | 9 |l have sufficient resources (for example, people, materials, budget) to get my job done. 40.2% 10.3% 49.5% 53 0
Agree-disagree 2019 | 10 [|*My workload is reasonable. 63.4% 20.0% 16.5% 53 0
Agree-disagree 2019 | 11 [*My talents are used well in the workplace. 59.9% 12.8% 27.3% 53 0
Agree-disagree 2019 | 12 [*I know how my work relates to the agency's goals. 79.2% 4.1% 16.8% 52 0
Agree-disagree 2019 | 13 |The work | doisimportant. 91.2% 8.8% 0.0% 53 0
Agree-disagree 2019 | 14 |[Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform

their jobs well. 95.8% 4.2% 0.0% 53 0
Agree-disagree 2019 | 15 |My performance appraisal is a fair reflection of my performance. 79.3% 11.9% 8.8% 53 0
Agree-disagree 2019 | 16 |lam held accountable for achieving results. 94.7% 5.3% 0.0% 53 0
Agree-disagree 2019 | 17 |*lcandisclose a suspected violation of any law, rule or regulation without fear of reprisal. 46.8% 19.3% 33.9% 53 0
Agree-disagree 2019 | 18 |My training needs are assessed. 32.2% 26.5% 41.3% 53 0
Agree-disagree 2019 | 19 |In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for

example, Fully Successful, Outstanding). 75.9% 14.9% 9.3% 50 3
Agree-disagree 2019 | 20 |[*The people | work with cooperate to get the job done. 94.9% 1.8% 3.3% 52 N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N
Agree-disagree 2019 | 21 [My work unit is able to recruit people with the right skills. 51.2% 26.3% 22.5% 51 1
Agree-disagree 2019 | 22 [Promotionsin my work unit are based on merit. 44.6% 35.6% 19.7% 50 2
Agree-disagree 2019 | 23 [In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 52.5% 31.2% 16.3% 49 3
Agree-disagree 2019 | 24 [*In my work unit, differences in performance are recognized in a meaningful way. 55.0% 20.4% 24.6% 48 4
Agree-disagree 2019 | 25 [Awardsin my work unit depend on how well employees perform their jobs. 69.5% 17.2% 13.3% 52 0
Agree-disagree 2019 | 26 [Employeesin my work unit share job knowledge with each other. 96.2% 3.8% 0.0% 52 0
Agree-disagree 2019 | 27 |[The skill level in my work unit has improved in the past year. 56.6% 28.2% 15.2% 51 1
Good-poor 2019 | 28 [How would you rate the overall quality of work done by your work unit? 98.1% 1.9% 0.0% 52 N/A
Agree-disagree 2019 | 29 [*My work unit has the job-relevant knowledge and skills necessary to accomplish organizational goals.
87.4% 8.7% 3.9% 52 0
Agree-disagree 2019 | 30 |Employees have a feeling of personal empowerment with respect to work processes. 31.9% 18.0% 50.2% 52 0
Agree-disagree 2019 | 31 |Employees are recognized for providing high quality products and services. 42.7% 24.9% 32.4% 52 0
Agree-disagree 2019 | 32 |Creativity and innovation are rewarded. 34.4% 21.3% 44.3% 52 0
Agree-disagree 2019 | 33 |Pay raises depend on how well employees perform their jobs. 39.4% 30.9% 29.7% 49 3
Agree-disagree 2019 | 34 |Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in
awareness of diversity issues, mentoring). 31.1% 32.3% 36.6% 51 1
Agree-disagree 2019 | 35 [Employees are protected from health and safety hazards on the job. 90.2% 9.8% 0.0% 49
Agree-disagree 2019 | 36 [My organization has prepared employees for potential security threats. 62.5% 21.6% 15.9% 52
Agree-disagree 2019 | 37 |Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.
32.2% 31.6% 36.2% 51 1
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N
Agree-disagree 2019 | 38 |Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a
person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

52.2% 38.8% 9.0% 45 6
Agree-disagree 2019 | 39 [My agency is successful at accomplishing its mission. 45.2% 8.7% 46.1% 52 0
Agree-disagree 2019 | 40 [*Irecommend my organization as a good place to work. 36.4% 22.6% 41.0% 52 N/A
Agree-disagree 2019 | 41 [*l believe the results of this survey will be used to make my agency a better place to work. 31.0% 19.6% 49.3% 51 1
Agree-disagree 2019 | 42 |My supervisor supports my need to balance work and other life issues. 96.8% 0.0% 3.2% 51 1
Agree-disagree 2019 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 81.8% 12.7% 5.6% 51 1
Agree-disagree 2019 | 44 |Discussions with my supervisor about my performance are worthwhile. 73.4% 17.0% 9.6% 51 1
Agree-disagree 2019 | 45 [My supervisor is committed to a workforce representative of all segments of society. 72.4% 23.9% 3.6% 49 3
Agree-disagree 2019 | 46 [My supervisor provides me with constructive suggestions to improve my job performance. 75.7% 14.8% 9.5% 52 0
Agree-disagree 2019 | 47 [Supervisorsin my work unit support employee development. 81.2% 11.3% 7.5% 52 0
Agree-disagree 2019 | 48 |My supervisor listens to what | have to say. 87.1% 3.3% 9.7% 52 N/A
Agree-disagree 2019 | 49 [My supervisor treats me with respect. 90.8% 1.4% 7.8% 52 N/A
Agree-disagree 2019 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 87.8% 5.4% 6.8% 52 N/A
Agree-disagree 2019 | 51 [l have trust and confidence in my supervisor. 82.2% 4.7% 13.1% 52 N/A
Good-poor 2019 | 52 |[Overall, how good a job do you feel is being done by your immediate supervisor? 80.8% 9.5% 9.7% 52 N/A
Agree-disagree 2019 | 53 |[In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

18.9% 9.1% 72.0% 52 0
Agree-disagree 2019 | 54 [My organization's senior leaders maintain high standards of honesty and integrity. 18.9% 10.5% 70.6% 52 0
Agree-disagree 2019 | 55 |[Supervisors work well with employees of different backgrounds. 69.5% 18.1% 12.4% 48 4
Agree-disagree 2019 | 56 [*Managers communicate the goals of the organization. 65.3% 19.9% 14.8% 51 1
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Response
Type
Agree-disagree

Agree-disagree

Agree-disagree

Good-poor

Agree-disagree
Agree-disagree
Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Year
2019

2019

2019
2019

2019

2019

2019

2019

2019

2019

2019

2019

Item
57

58

59
60

61

62

63

64

65

66

67

68

Item Text
Managers review and evaluate the organization's progress toward meeting its goals and objectives.

Managers promote communication among different work units (for example, about projects, goals, needed resources).

Managers support collaboration across work units to accomplish work objectives.

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

I have a high level of respect for my organization's senior leaders.

Senior leaders demonstrate support for Work-Life programs.

*How satisfied are you with your involvement in decisions that affect your work?

*How satisfied are you with the information you receive from management on what's going on in your organization?

*How satisfied are you with the recognition you receive for doing a good job?

How satisfied are you with the policies and practices of your senior leaders?

How satisfied are you with your opportunity to get a better job in your organization?

How satisfied are you with the training you receive for your present job?

Percent
Positive
%

58.7%

57.2%
56.1%

73.2%

24.3%

34.8%

37.2%

39.7%

58.3%

18.9%

38.3%

33.3%

Neither

Agree nor
Disagree/
Fair/ Neither
Satisfied nor
Dissatisfied
%

29.5%

17.8%
26.0%

10.6%

10.5%

12.7%

21.1%

13.5%

13.8%

16.8%

21.8%

26.3%

Percent
Negative
%

11.8%

25.0%
17.9%

16.1%

65.2%

52.5%

41.8%

46.8%

27.9%

64.3%

39.9%

40.4%

Item
Response
Total**
N

47

49
50

49

52

49

52

52

52

52

52

52

Do Not
Know/ No
Basis to
Judge
)

N/A

N/A

N/A

N/A

N/A

N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N

Satisfied- 2019 | 69 [*Considering everything, how satisfied are you with your job?
dissatisfied 56.7% 13.4% 29.9% 52 N/A
Satisfied- 2019 | 70 [Considering everything, how satisfied are you with your pay?
dissatisfied 89.6% 2.9% 7.5% 52 N/A
Satisfied- 2019 | 71 [*Considering everything, how satisfied are you with your organization?
dissatisfied 37.7% 19.5% 42.8% 52 N/A
Agree-disagree 2018 1 |*lIam given a real opportunity to improve my skills in my organization. 54.5% 16.0% 29.5% 81 N/A
Agree-disagree 2018 2 |l have enough information to do my job well. 69.4% 18.1% 12.5% 81 N/A
Agree-disagree 2018 3 |l feel encouraged to come up with new and better ways of doing things. 43.9% 21.3% 34.7% 82 N/A
Agree-disagree 2018 | 4 [My work gives me a feeling of personal accomplishment. 60.8% 9.6% 29.6% 82 N/A
Agree-disagree 2018 5 |l like the kind of work | do. 75.9% 10.7% 13.5% 82 N/A
Agree-disagree 2018 6 |l know what is expected of me on the job. 81.8% 10.5% 7.7% 82 N/A
Agree-disagree 2018 7 |When needed | am willing to put in the extra effort to get a job done. 93.3% 2.2% 4.4% 82 N/A
Agree-disagree 2018 8 |l am constantly looking for ways to do my job better. 86.4% 6.5% 7.1% 82 N/A
Agree-disagree 2018 | 9 [l have sufficient resources (for example, people, materials, budget) to get my job done. 43.7% 17.3% 39.0% 82 0
Agree-disagree 2018 | 10 [|*My workload is reasonable. 69.9% 18.1% 12.1% 81 0
Agree-disagree 2018 | 11 [*My talents are used well in the workplace. 56.4% 11.5% 32.1% 82 0
Agree-disagree 2018 | 12 [*I know how my work relates to the agency's goals. 69.4% 9.3% 21.3% 81 0
Agree-disagree 2018 | 13 [The work I dois important. 78.4% 12.3% 9.3% 82 0
Agree-disagree 2018 | 14 [Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform

their jobs well. 82.3% 13.3% 4.4% 82 0
Agree-disagree 2018 | 15 |My performance appraisal is a fair reflection of my performance. 66.9% 20.0% 13.1% 80
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N

Agree-disagree 2018 | 16 [l am held accountable for achieving results. 85.2% 11.9% 2.9% 82
Agree-disagree 2018 | 17 [*lcan disclose a suspected violation of any law, rule or regulation without fear of reprisal. 44.7% 29.9% 25.4% 78
Agree-disagree 2018 | 18 |[My training needs are assessed. 21.5% 29.8% 48.7% 81
Agree-disagree 2018 | 19 [In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for

example, Fully Successful, Outstanding). 78.8% 5 79 15.5% 79 3
Agree-disagree 2018 | 20 |[*The people | work with cooperate to get the job done. 84.8% 6.1% 9.1% 82 N/A
Agree-disagree 2018 | 21 [My work unit is able to recruit people with the right skills. 53.1% 21.2% 25.7% 79 3
Agree-disagree 2018 | 22 [Promotions in my work unit are based on merit. 55.1% 20.1% 24.8% 74 7
Agree-disagree 2018 | 23 [In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 61.5% 28.3% 10.3% 75 7
Agree-disagree 2018 | 24 [*In my work unit, differences in performance are recognized in a meaningful way. 45.8% 30.3% 23.9% 79 3
Agree-disagree 2018 | 25 [Awardsin my work unit depend on how well employees perform their jobs. 59.1% 23.3% 17.6% 76 4
Agree-disagree 2018 | 26 [Employeesin my work unit share job knowledge with each other. 88.2% 8.5% 3.3% 82 0
Agree-disagree 2018 | 27 |[The skill level in my work unit has improved in the past year. 54.6% 24.4% 21.0% 79 3
Good-poor 2018 | 28 [How would you rate the overall quality of work done by your work unit? 89.4% 8.4% 2.2% 82 N/A
Agree-disagree 2018 | 29 [*My work unit has the job-relevant knowledge and skills necessary to accomplish organizational goals.

91.6% 3.4% 5.0% 82 0

Agree-disagree 2018 | 30 |Employees have a feeling of personal empowerment with respect to work processes. 36.7% 17.9% 45.4% 80 1
Agree-disagree 2018 | 31 |Employees are recognized for providing high quality products and services. 49.5% 21.2% 29.3% 80 1
Agree-disagree 2018 | 32 |Creativity and innovation are rewarded. 36.1% 26.8% 37.1% 80 1
Agree-disagree 2018 | 33 |Pay raises depend on how well employees perform their jobs. 40.6% 38.2% 21.2% 73 6
Agree-disagree 2018 | 34 |[Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in

awareness of diversity issues, mentoring). 41.7% 28.8% 29.5% 75 6
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N

Agree-disagree 2018 | 35 |[Employees are protected from health and safety hazards on the job. 76.5% 21.9% 1.6% 76 5
Agree-disagree 2018 | 36 [My organization has prepared employees for potential security threats. 71.0% 21.5% 7.5% 80
Agree-disagree 2018 | 37 |Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.

37.7% 29.9% 32.4% 76 4
Agree-disagree 2018 | 38 |Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a

person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

62.0% 28.8% 9.2% 70 11
Agree-disagree 2018 | 39 [My agency is successful at accomplishing its mission. 48.9% 13.6% 37.5% 79 2
Agree-disagree 2018 | 40 [*Irecommend my organization as a good place to work. 45.3% 21.8% 32.9% 80 N/A
Agree-disagree 2018 | 41 [*l believe the results of this survey will be used to make my agency a better place to work. 32.4% 12.9% 54.7% 75 6
Agree-disagree 2018 | 42 |My supervisor supports my need to balance work and other life issues. 85.5% 7.2% 7.3% 80 1
Agree-disagree 2018 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 73.0% 11.1% 16.0% 80 1
Agree-disagree 2018 | 44 |Discussions with my supervisor about my performance are worthwhile. 72.8% 11.8% 15.4% 80 1
Agree-disagree 2018 | 45 [My supervisor is committed to a workforce representative of all segments of society. 76.0% 16.0% 7.9% 73 8
Agree-disagree 2018 | 46 [My supervisor provides me with constructive suggestions to improve my job performance. 73.6% 10.1% 16.2% 80 1
Agree-disagree 2018 | 47 [Supervisors in my work unit support employee development. 71.5% 21.8% 6.7% 80 1
Agree-disagree 2018 | 48 |My supervisor listens to what | have to say. 84.0% 5.1% 11.0% 81 N/A
Agree-disagree 2018 | 49 [My supervisor treats me with respect. 84.6% 8.6% 6.8% 81 N/A
Agree-disagree 2018 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 85.9% 6.5% 7.6% 81 N/A
Agree-disagree 2018 | 51 [l have trust and confidence in my supervisor. 76.6% 9.1% 14.3% 81 N/A
Good-poor 2018 | 52 |[Overall, how good a job do you feel is being done by your immediate supervisor? 72.1% 18.3% 9.6% 80 N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N

Agree-disagree 2018 | 53 [In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

24.1% 8.1% 67.7% 79 1
Agree-disagree 2018 | 54 [My organization's senior leaders maintain high standards of honesty and integrity. 27.0% 23.7% 49.3% 75 5
Agree-disagree 2018 | 55 |[Supervisors work well with employees of different backgrounds. 55.9% 26.9% 17.2% 71 8
Agree-disagree 2018 | 56 [*Managers communicate the goals of the organization. 56.3% 14.4% 29.2% 79 1
Agree-disagree 2018 | 57 [Managers review and evaluate the organization's progress toward meeting its goals and objectives.

61.6% 19.1% 19.3% 73 7
Agree-disagree 2018 | 58 [Managers promote communication among different work units (for example, about projects, goals, needed resources).

48.2% 10.1% 41.7% 75
Agree-disagree 2018 | 59 [Managers support collaboration across work units to accomplish work objectives. 49.6% 14.5% 35.9% 73
Good-poor 2018 | 60 [Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

70.5% 17.9% 11.6% 70 10
Agree-disagree 2018 | 61 [l have a high level of respect for my organization's senior leaders. 26.2% 10.1% 63.7% 78
Agree-disagree 2018 | 62 |[Senior leaders demonstrate support for Work-Life programs. 40.3% 22.3% 37.4% 73 7
Satisfied- 2018 | 63 [*How satisfied are you with your involvement in decisions that affect your work?
dissatisfied 38.6% 21.9% 39.5% 80 N/A
Satisfied- 2018 | 64 [*How satisfied are you with the information you receive from management on what's going on in your organization?
dissatisfied 32.7% 14.3% 53.1% 80 N/A
Satisfied- 2018 | 65 [*How satisfied are you with the recognition you receive for doing a good job?
dissatisfied 59.7% 20.2% 20.1% 80 N/A
Satisfied- 2018 | 66 [How satisfied are you with the policies and practices of your senior leaders?
dissatisfied 24.6% 11.2% 64.2% 79 N/A
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Response Positive Dissatisfied Negative  Total** Judge
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Satisfied- 2018 | 67 [How satisfied are you with your opportunity to get a better job in your organization?
dissatisfied 24.1% 38.7% 37.2% 80 N/A
Satisfied- 2018 | 68 [How satisfied are you with the training you receive for your present job?
dissatisfied 37.3% 23.4% 39.3% 80 N/A
Satisfied- 2018 | 69 [*Considering everything, how satisfied are you with your job?
dissatisfied 55.7% 15.2% 29.0% 79 N/A
Satisfied- 2018 | 70 [Considering everything, how satisfied are you with your pay?
dissatisfied 76.2% 17.2% 6.6% 80 N/A
Satisfied- 2018 | 71 [*Considering everything, how satisfied are you with your organization?
dissatisfied 31.4% 25.6% 43.0% 80 N/A
Agree-disagree 2017 | 1 [*lam given a real opportunity to improve my skills in my organization. 74.5% 11.4% 14.2% 76 N/A
Agree-disagree 2017 2 |l have enough information to do my job well. 91.3% 4.4% 4.3% 76 N/A
Agree-disagree 2017 | 3 [l feel encouraged to come up with new and better ways of doing things. 58.6% 22.9% 18.5% 76 N/A
Agree-disagree 2017 | 4 |My work gives me a feeling of personal accomplishment. 75.7% 17.7% 6.6% 76 N/A
Agree-disagree 2017 | 5 [l like the kind of work I do. 87.4% 11.6% 1.0% 75 N/A
Agree-disagree 2017 6 |l know what is expected of me on the job. 91.1% 5.0% 4.0% 76 N/A
Agree-disagree 2017 | 7 |When needed | am willing to put in the extra effort to get a job done. 98.9% 1.1% 0.0% 76 N/A
Agree-disagree 2017 | 8 [l am constantly looking for ways to do my job better. 92.1% 7.9% 0.0% 75 N/A
Agree-disagree 2017 | 9 |l have sufficient resources (for example, people, materials, budget) to get my job done. 57.6% 18.5% 23.9% 75 0
Agree-disagree 2017 | 10 [|*My workload is reasonable. 78.5% 9.9% 11.6% 76 0
Agree-disagree 2017 | 11 [*My talents are used well in the workplace. 72.8% 12.7% 14.5% 76 0
Agree-disagree 2017 | 12 [*I know how my work relates to the agency's goals and priorities. 94.5% 5.5% 0.0% 76 0
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Iltem Text
The work | do is important.
Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform
their jobs well.
My performance appraisal is a fair reflection of my performance.
I am held accountable for achieving results.
*| can disclose a suspected violation of any law, rule or regulation without fear of reprisal.
My training needs are assessed.
In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for
example, Fully Successful, Outstanding).
*The people | work with cooperate to get the job done.
My work unit is able to recruit people with the right skills.
Promotions in my work unit are based on merit.
In my work unit, steps are taken to deal with a poor performer who cannot or will not improve.
*In my work unit, differences in performance are recognized in a meaningful way.
Awards in my work unit depend on how well employees perform their jobs.
Employees in my work unit share job knowledge with each other.
The skill level in my work unit has improved in the past year.
How would you rate the overall quality of work done by your work unit?

*The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals.

Employees have a feeling of personal empowerment with respect to work processes.

Employees are recognized for providing high quality products and services.

Percent
Positive
%
85.6%

87.4%
79.6%
96.9%
76.6%
59.0%

84.7%
86.2%
78.7%
60.8%
60.8%
61.1%
75.2%
89.6%
74.3%
98.0%

91.7%
61.2%
65.0%

Neither

Agree nor
Disagree/
Fair/ Neither
Satisfied nor
Dissatisfied
%

12.8%

6.7%
8.6%
3.1%
13.1%
25.2%

11.6%
9.9%
7.6%

19.9%

28.4%

23.5%

18.2%
7.2%

20.8%
2.0%

7.2%
19.5%
22.8%

Percent
Negative

5.9%
11.8%
0.0%
10.3%
15.8%

3.7%
3.9%
13.7%
19.2%
10.8%
15.4%
6.5%
3.2%
4.9%
0.0%

1.0%
19.3%
12.2%

Item

Response

Total**

75

76
72
76
72
75

69
76
74
69
66
70
72
76
73
76

74
74
73

Do Not
Know/ No
Basis to

Judge
\|

o b~ O b O

N/A

10

N/A




Trend Core Survey

Response
Type
Agree-disagree

Agree-disagree

Agree-disagree

Agree-disagree
Agree-disagree

Agree-disagree

Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree

Agree-disagree

Year
2017

2017
2017

2017
2017
2017

2017

2017
2017
2017
2017
2017
2017
2017
2017
2017
2017
2017

Item
32

33
34

35
36
37

38

39
40
41
42
43
44
45
46
47
48
49

Iltem Text
Creativity and innovation are rewarded.
Pay raises depend on how well employees perform their jobs.
Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in
awareness of diversity issues, mentoring).
Employees are protected from health and safety hazards on the job.
My organization has prepared employees for potential security threats.

Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.

Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a
person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

My agency is successful at accomplishing its mission.

*| recommend my organization as a good place to work.

*| believe the results of this survey will be used to make my agency a better place to work.
My supervisor supports my need to balance work and other life issues.

My supervisor provides me with opportunities to demonstrate my leadership skills.
Discussions with my supervisor about my performance are worthwhile.

My supervisor is committed to a workforce representative of all segments of society.

My supervisor provides me with constructive suggestions to improve my job performance.
Supervisors in my work unit support employee development.

My supervisor listens to what | have to say.

My supervisor treats me with respect.

Percent
Positive
%
52.1%
47.5%

69.5%
88.2%
84.6%

67.7%

77.7%
88.7%
74.1%
62.0%
85.3%
82.5%
78.2%
82.5%
75.6%
78.3%
84.3%
84.8%

Neither

Agree nor

Disagree/ Do Not
Fair/ Neither Item Know/ No
Satisfied nor Percent Response  Basis to
Dissatisfied Negative  Total** Judge

% N

23.7% 24.2% 74
27.3% 25.2% 71 4
18.2% 12.3% 70 6
9.0% 2.8% 75

8.6% 6.8% 71 4
19.1% 13.2% 73 3
16.3% 5.9% 72 3
6.7% 4.6% 76 0
18.6% 7.3% 76 N/A
19.1% 18.9% 72 4
10.1% 4.6% 76 0
6.7% 10.8% 76 0
13.5% 8.3% 75 1
15.5% 2.1% 69 7
16.1% 8.3% 75 0
13.3% 8.4% 75 1
9.6% 6.1% 76 N/A
6.8% 8.4% 76 N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N

Agree-disagree 2017 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 91.9% 6.0% 2.1% 75 N/A
Agree-disagree 2017 | 51 [l have trust and confidence in my supervisor. 80.6% 10.9% 8.5% 75 N/A
Good-poor 2017 | 52 |[Overall, how good a job do you feel is being done by your immediate supervisor? 84.3% 9.6% 6.0% 76 N/A
Agree-disagree 2017 | 53 |[In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

62.2% 18.2% 19.6% 75 1
Agree-disagree 2017 | 54 |My organization's senior leaders maintain high standards of honesty and integrity. 68.7% 22.9% 8.4% 73 3
Agree-disagree 2017 | 55 |Supervisors work well with employees of different backgrounds. 73.3% 17.5% 9.2% 72 3
Agree-disagree 2017 | 56 |*Managers communicate the goals and priorities of the organization. 77.8% 15.2% 7.0% 75 1
Agree-disagree 2017 | 57 |Managers review and evaluate the organization's progress toward meeting its goals and objectives.

87.2% 9.7% 3.1% 73 3
Agree-disagree 2017 | 58 [Managers promote communication among different work units (for example, about projects, goals, needed resources).

66.7% 12.3% 21.0% 75 1
Agree-disagree 2017 | 59 |Managers support collaboration across work units to accomplish work objectives. 57.9% 27.9% 14.1% 73 2
Good-poor 2017 | 60 |Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

77.7% 13.9% 8.3% 72
Agree-disagree 2017 | 61 |l have a high level of respect for my organization's senior leaders. 62.2% 25.8% 12.0% 76
Agree-disagree 2017 | 62 |Senior leaders demonstrate support for Work-Life programs. 73.2% 21.5% 5.4% 74
Satisfied- 2017 | 63 |*How satisfied are you with your involvement in decisions that affect your work?
dissatisfied 66.7% 12.6% 20.6% 76 N/A
Satisfied- 2017 | 64 [*How satisfied are you with the information you receive from management on what's going on in your organization?
dissatisfied 63.6% 14.0% 22.4% 76 N/A




Trend Core Survey

Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N
Satisfied- 2017 | 65 [*How satisfied are you with the recognition you receive for doing a good job?
dissatisfied 65.0% 25.8% 9.2% 75 N/A
Satisfied- 2017 | 66 [How satisfied are you with the policies and practices of your senior leaders?
dissatisfied 60.6% 25.6% 13.9% 76 N/A
Satisfied- 2017 | 67 [How satisfied are you with your opportunity to get a better job in your organization?
dissatisfied 46.8% 25.3% 27.9% 76 N/A
Satisfied- 2017 | 68 [How satisfied are you with the training you receive for your present job?
dissatisfied 67.9% 20.3% 11.9% 76 N/A
Satisfied- 2017 | 69 [*Considering everything, how satisfied are you with your job?
dissatisfied 75.9% 17.0% 7.1% 76 N/A
Satisfied- 2017 | 70 [Considering everything, how satisfied are you with your pay?
dissatisfied 70.3% 17.2% 12.5% 76 N/A
Satisfied- 2017 | 71 [*Considering everything, how satisfied are you with your organization?
dissatisfied 69.0% 16.7% 14.3% 75 N/A
Agree-disagree 2016 | 1 [*lam given a real opportunity to improve my skills in my organization. 83.8% 4.1% 12.1% 98 N/A
Agree-disagree 2016 2 |l have enough information to do my job well. 88.4% 6.3% 5.3% 96 N/A
Agree-disagree 2016 | 3 [l feel encouraged to come up with new and better ways of doing things. 71.5% 12.1% 16.4% 97 N/A
Agree-disagree 2016 | 4 |My work gives me a feeling of personal accomplishment. 79.7% 10.1% 10.2% 98 N/A
Agree-disagree 2016 | 5 [l like the kind of work I do. 84.6% 7.1% 8.3% 96 N/A
Agree-disagree 2016 6 |l know what is expected of me on the job. 93.8% 1.9% 4.3% 98 N/A
Agree-disagree 2016 | 7 |When needed | am willing to put in the extra effort to get a job done. 95.8% 3.1% 1.2% 98 N/A
Agree-disagree 2016 | 8 [l am constantly looking for ways to do my job better. 88.7% 8.4% 3.0% 98 N/A
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Response
Type
Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree

Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree

Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree

Good-poor

Year
2016

2016
2016
2016
2016
2016

2016
2016
2016
2016
2016

2016
2016
2016
2016
2016
2016
2016
2016
2016

Item

10
11
12
13
14

15
16
17
18
19

20
21
22
23
24
25
26
27
28

Iltem Text
| have sufficient resources (for example, people, materials, budget) to get my job done.
*My workload is reasonable.
*My talents are used well in the workplace.
*| know how my work relates to the agency's goals and priorities.
The work | do is important.
Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform
their jobs well.
My performance appraisal is a fair reflection of my performance.
I am held accountable for achieving results.
*| can disclose a suspected violation of any law, rule or regulation without fear of reprisal.
My training needs are assessed.
In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for
example, Fully Successful, Outstanding).
*The people | work with cooperate to get the job done.
My work unit is able to recruit people with the right skills.
Promotions in my work unit are based on merit.
In my work unit, steps are taken to deal with a poor performer who cannot or will not improve.
*In my work unit, differences in performance are recognized in a meaningful way.
Awards in my work unit depend on how well employees perform their jobs.
Employees in my work unit share job knowledge with each other.
The skill level in my work unit has improved in the past year.

How would you rate the overall quality of work done by your work unit?

Percent
Positive
%
78.5%
79.4%
75.7%
93.9%
87.6%

94.1%
83.4%
97.0%
75.8%
68.0%

83.6%
93.8%
84.2%
69.4%
62.3%
60.1%
72.0%
90.5%
81.7%
95.8%

Neither

Agree nor
Disagree/
Fair/ Neither
Satisfied nor
Dissatisfied
%

9.2%
7.4%
13.4%
2.0%
8.3%

1.9%
7.9%
2.0%
16.7%
18.8%

6.7%
5.2%
14.5%
21.6%
30.5%
20.5%
11.9%
6.4%
14.1%
2.2%

Percent
Negative

3.9%
8.7%
1.0%
7.5%
13.2%

9.8%
1.0%
1.2%
9.0%
7.2%
19.4%
16.1%
3.1%
4.2%
2.0%

Response
Total**

98
98
97
97
96

98
91
98
92
97

91
98
91
89
82
87
91
98
93
98

Do Not
Know/ No
Basis to
Judge
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N/A

16
11

N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N

Agree-disagree 2016 | 29 |*The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals.

92.6% 4.4% 3.0% 94 2
Agree-disagree 2016 | 30 |Employees have a feeling of personal empowerment with respect to work processes. 70.8% 8.3% 20.9% 96 1
Agree-disagree 2016 | 31 |Employees are recognized for providing high quality products and services. 80.5% 11.1% 8.4% 96 1
Agree-disagree 2016 | 32 |Creativity and innovation are rewarded. 59.9% 18.4% 21.7% 95 1
Agree-disagree 2016 | 33 |Pay raises depend on how well employees perform their jobs. 58.3% 26.8% 14.9% 86 10
Agree-disagree 2016 | 34 |Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in

awareness of diversity issues, mentoring). 76.2% 13.7% 10.2% 39

Agree-disagree 2016 | 35 [Employees are protected from health and safety hazards on the job. 93.6% 5.3% 1.1% 90
Agree-disagree 2016 | 36 |[My organization has prepared employees for potential security threats. 80.9% 13.9% 5.2% 94
Agree-disagree 2016 | 37 |Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.

76.6% 14.2% 9.3% 88 8
Agree-disagree 2016 | 38 |Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a

person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

89.1% 9.8% 1.1% 88 8
Agree-disagree 2016 | 39 |My agency is successful at accomplishing its mission. 93.8% 3.1% 3.1% 94 3
Agree-disagree 2016 | 40 [*Irecommend my organization as a good place to work. 83.4% 7.4% 9.2% 96 N/A
Agree-disagree 2016 | 41 |*Ibelieve the results of this survey will be used to make my agency a better place to work. 81.8% 9.8% 8.5% 93 4
Agree-disagree 2016 | 42 |My supervisor supports my need to balance work and other life issues. 88.5% 4.1% 7.4% 96 1
Agree-disagree 2016 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 79.4% 7.6% 13.0% 96 1
Agree-disagree 2016 | 44 |Discussions with my supervisor about my performance are worthwhile. 77.0% 12.4% 10.6% 94 1
Agree-disagree 2016 | 45 |My supervisor is committed to a workforce representative of all segments of society. 75.8% 16.3% 8.0% 88 9
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Response
Type
Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree
Good-poor

Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree

Agree-disagree

Agree-disagree

Agree-disagree

Good-poor

Agree-disagree

Agree-disagree

Year
2016

2016
2016
2016
2016
2016
2016
2016

2016
2016
2016
2016

2016

2016
2016

2016
2016

Item
46

47
48
49
50
51
52
53

54
55
56
57

58

59
60

61
62

Item Text
My supervisor provides me with constructive suggestions to improve my job performance.

Supervisors in my work unit support employee development.

My supervisor listens to what | have to say.

My supervisor treats me with respect.

In the last six months, my supervisor has talked with me about my performance.
| have trust and confidence in my supervisor.

Overall, how good a job do you feel is being done by your immediate supervisor?

In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

My organization's senior leaders maintain high standards of honesty and integrity.
Supervisors work well with employees of different backgrounds.
*Managers communicate the goals and priorities of the organization.

Managers review and evaluate the organization's progress toward meeting its goals and objectives.

Managers promote communication among different work units (for example, about projects, goals, needed resources).

Managers support collaboration across work units to accomplish work objectives.

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

I have a high level of respect for my organization's senior leaders.

Senior leaders demonstrate support for Work-Life programs.

Neither
Agree nor
Disagree/ Do Not

Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Positive Dissatisfied Negative  Total** Judge

% %

79.2% 11.8% 9.0% 95 1
84.4% 10.5% 5.1% 96 1
87.8% 4.1% 8.1% 97 N/A
86.7% 6.4% 6.9% 97 N/A
91.6% 3.4% 5.0% 95 N/A
79.1% 9.6% 11.3% 97 N/A
84.1% 8.9% 7.0% 96 N/A
79.3% 14.6% 6.1% 96 0
83.3% 14.6% 2.1% 93 4
86.8% 6.9% 6.3% 92 4
88.3% 8.7% 3.1% 93 1
90.0% 7.9% 2.1% 93 3
76.2% 13.1% 10.6% 94 2
77.2% 12.3% 10.5% 94 3
85.1% 9.6% 5.3% 95
87.8% 10.0% 2.2% 96
89.1% 5.3% 5.6% 93
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N
Satisfied- 2016 | 63 [*How satisfied are you with your involvement in decisions that affect your work?
dissatisfied 72.8% 9.2% 18.0% 95 N/A
Satisfied- 2016 | 64 |*How satisfied are you with the information you receive from management on what's going on in your organization?
dissatisfied 77.6% 12.4% 10.0% 97 N/A
Satisfied- 2016 | 65 [*How satisfied are you with the recognition you receive for doing a good job?
dissatisfied 77.4% 12.3% 10.2% 97 N/A
Satisfied- 2016 | 66 [How satisfied are you with the policies and practices of your senior leaders?
dissatisfied 71.4% 19.9% 8.7% 94 N/A
Satisfied- 2016 | 67 [How satisfied are you with your opportunity to get a better job in your organization?
dissatisfied 55.1% 26.0% 18.9% 96 N/A
Satisfied- 2016 | 68 [How satisfied are you with the training you receive for your present job?
dissatisfied 68.6% 20.2% 11.2% 95 N/A
Satisfied- 2016 | 69 |*Considering everything, how satisfied are you with your job?
dissatisfied 83.6% 6.0% 10.4% 9% N/A
Satisfied- 2016 | 70 [Considering everything, how satisfied are you with your pay?
dissatisfied 76.9% 15.5% 7.7% 96 N/A
Satisfied- 2016 | 71 |*Considering everything, how satisfied are you with your organization?
dissatisfied 81.2% 9.3% 9.5% 95 N/A
Agree-disagree 2015 1 [*I'am given a real opportunity to improve my skills in my organization. 86.8% 6.0% 7.2% 98 N/A
Agree-disagree 2015 2 |l have enough information to do my job well. 91.6% 5.2% 3.2% 97 N/A
Agree-disagree 2015 | 3 [l feel encouraged to come up with new and better ways of doing things. 67.5% 10.7% 21.8% 96 N/A
Agree-disagree 2015 | 4 |My work gives me a feeling of personal accomplishment. 86.1% 7.5% 6.4% 94 N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N

Agree-disagree 2015 5 [l like the kind of work | do. 90.7% 4.1% 5.2% 96 N/A
Agree-disagree 2015 6 |l know what is expected of me on the job. 88.7% 5.1% 6.2% 97 N/A
Agree-disagree 2015 7 |When needed | am willing to put in the extra effort to get a job done. 99.0% 1.0% 0.0% 98 N/A
Agree-disagree 2015 8 |l am constantly looking for ways to do my job better. 92.8% 6.1% 1.0% 97 N/A
Agree-disagree 2015 | 9 |l have sufficient resources (for example, people, materials, budget) to get my job done. 71.4% 8.1% 20.5% 98 0
Agree-disagree 2015| 10 |*My workload is reasonable. 76.4% 7.4% 16.2% 98 0
Agree-disagree 2015| 11 |*My talents are used well in the workplace. 80.4% 10.4% 9.2% 97 0
Agree-disagree 2015 | 12 |*Iknow how my work relates to the agency's goals and priorities. 93.9% 3.0% 3.1% 98 0
Agree-disagree 2015 | 13 |The work I do is important. 91.7% 4.1% 4.2% 96 0
Agree-disagree 2015 | 14 |Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform

their jobs well. 93.6% 2.2% 4.2% 97 0
Agree-disagree 2015 | 15 |My performance appraisal is a fair reflection of my performance. 79.3% 8.8% 11.9% 92 6
Agree-disagree 2015| 16 |lam held accountable for achieving results. 98.0% 2.0% 0.0% 97 0
Agree-disagree 2015 | 17 |*lIcandisclose a suspected violation of any law, rule or regulation without fear of reprisal. 82.9% 12.5% 4.6% 89 9
Agree-disagree 2015 | 18 |My training needs are assessed. 74.9% 18.9% 6.2% 96 2
Agree-disagree 2015 | 19 |In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for

example, Fully Successful, Outstanding). 77.7% 6.6% 15.8% 89 9
Agree-disagree 2015 | 20 [*The people | work with cooperate to get the job done. 90.7% 3.2% 6.1% 98 N/A
Agree-disagree 2015 | 21 [My work unit is able to recruit people with the right skills. 82.6% 10.1% 7.4% 94 4
Agree-disagree 2015 | 22 [Promotionsin my work unit are based on merit. 77.8% 17.6% 4.6% 87 10
Agree-disagree 2015 | 23 [In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 65.0% 21.8% 13.2% 84 14
Agree-disagree 2015 | 24 [|*In my work unit, differences in performance are recognized in a meaningful way. 75.8% 12.8% 11.4% 88 10
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Response
Type
Agree-disagree

Agree-disagree
Agree-disagree
Good-poor

Agree-disagree

Agree-disagree
Agree-disagree
Agree-disagree
Agree-disagree

Agree-disagree

Agree-disagree
Agree-disagree

Agree-disagree

Agree-disagree

Agree-disagree

Agree-disagree

Agree-disagree

Year
2015

2015
2015
2015
2015

2015
2015
2015
2015
2015

2015
2015
2015

2015

2015

2015
2015

Item
25

26
27
28
29

30
31
32
33
34

35
36
37

38

39

40
41

Item Text
Awards in my work unit depend on how well employees perform their jobs.

Employees in my work unit share job knowledge with each other.
The skill level in my work unit has improved in the past year.
How would you rate the overall quality of work done by your work unit?

*The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals.

Employees have a feeling of personal empowerment with respect to work processes.

Employees are recognized for providing high quality products and services.

Creativity and innovation are rewarded.

Pay raises depend on how well employees perform their jobs.

Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in
awareness of diversity issues, mentoring).

Employees are protected from health and safety hazards on the job.

My organization has prepared employees for potential security threats.

Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.

Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a
person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

My agency is successful at accomplishing its mission.
*| recommend my organization as a good place to work.

*| believe the results of this survey will be used to make my agency a better place to work.

Percent
Positive
%
79.0%
95.8%
83.0%
98.0%

94.7%
70.8%
81.6%
61.7%
53.1%

81.0%
93.6%
84.8%

79.5%

91.1%
93.7%
85.4%
86.0%

Neither

Agree nor
Disagree/
Fair/ Neither
Satisfied nor
Dissatisfied
%

14.1%
3.1%
13.8%
2.0%

2.2%
13.1%
7.7%
19.3%
27.7%

11.3%
6.4%
9.9%

11.5%

6.7%
4.2%
10.5%
9.8%

Percent
Negative

3.1%
16.1%
10.7%
19.0%
19.1%

7.7%
0.0%
5.3%

8.9%

2.2%
2.1%
4.1%
4.3%

Item
Response
Total**

87
97
94
98

97
92
93
94
84

90
96
94

91

92
96
97
94

Do Not
Know/ No
Basis to
Judge

N/A
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Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N

Agree-disagree 2015 | 42 |My supervisor supports my need to balance work and other life issues. 90.5% 5.3% 4.2% 97 0
Agree-disagree 2015 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 83.2% 10.5% 6.3% 96 1
Agree-disagree 2015 | 44 |Discussions with my supervisor about my performance are worthwhile. 82.3% 7.4% 10.3% 96 0
Agree-disagree 2015 | 45 [My supervisor is committed to a workforce representative of all segments of society. 81.5% 16.2% 2.3% 38 9
Agree-disagree 2015 | 46 [My supervisor provides me with constructive suggestions to improve my job performance. 80.6% 7.2% 12.2% 97 0
Agree-disagree 2015 | 47 [Supervisorsin my work unit support employee development. 93.9% 4.0% 2.1% 96 0
Agree-disagree 2015 | 48 |My supervisor listens to what | have to say. 85.3% 9.5% 5.2% 96 N/A
Agree-disagree 2015 | 49 [My supervisor treats me with respect. 86.2% 7.4% 6.4% 95 N/A
Agree-disagree 2015 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 92.8% 3.1% 4.1% 95 N/A
Agree-disagree 2015 | 51 [l have trust and confidence in my supervisor. 83.2% 9.6% 7.2% 95 N/A
Good-poor 2015 | 52 |[Overall, how good a job do you feel is being done by your immediate supervisor? 85.5% 10.5% 4.0% 97 N/A
Agree-disagree 2015 | 53 |[In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

85.9% 6.5% 7.5% 94 3
Agree-disagree 2015 | 54 |My organization's senior leaders maintain high standards of honesty and integrity. 85.1% 11.7% 3.2% 95 2
Agree-disagree 2015 | 55 |Supervisors work well with employees of different backgrounds. 83.3% 13.4% 3.3% 92 5
Agree-disagree 2015 | 56 |*Managers communicate the goals and priorities of the organization. 92.5% 5.4% 2.1% 95 1
Agree-disagree 2015 | 57 |Managers review and evaluate the organization's progress toward meeting its goals and objectives.

94.4% 4.5% 1.1% 93 3
Agree-disagree 2015 | 58 [Managers promote communication among different work units (for example, about projects, goals, needed resources).

77.5% 15.1% 7.4% 94
Agree-disagree 2015 | 59 [Managers support collaboration across work units to accomplish work objectives. 77.7% 15.0% 7.3% 94
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Agree-disagree
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2015

2015

2015

2015

Item
60

61
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64
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66

67
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Item Text
Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

I have a high level of respect for my organization's senior leaders.

Senior leaders demonstrate support for Work-Life programs.

*How satisfied are you with your involvement in decisions that affect your work?

*How satisfied are you with the information you receive from management on what's going on in your organization?

*How satisfied are you with the recognition you receive for doing a good job?

How satisfied are you with the policies and practices of your senior leaders?

How satisfied are you with your opportunity to get a better job in your organization?

How satisfied are you with the training you receive for your present job?

*Considering everything, how satisfied are you with your job?

Considering everything, how satisfied are you with your pay?

*Considering everything, how satisfied are you with your organization?

Percent
Positive
%

83.7%

85.4%

93.8%

73.7%

84.4%

78.4%

77.9%

61.7%

82.3%

88.5%

80.2%

85.4%
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Agree nor
Disagree/
Fair/ Neither
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%

11.0%

9.5%

5.1%

13.9%

9.5%

10.4%

16.9%

21.4%

12.5%

3.1%

7.3%

8.2%

Percent
Negative
%

5.3%

5.1%

1.0%

12.3%

6.1%

11.2%

5.2%

16.9%

5.2%

8.4%

12.5%

6.3%

Item
Response
Total**
N

95

97

97

97

97

97

96

96

96

96

97

97

Do Not
Know/ No
Basis to
Judge
)

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A

N/A
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Neither
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Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N

Agree-disagree 2014 | 1 [*lam given a real opportunity to improve my skills in my organization. 81.8% 8.7% 9.5% 90 N/A
Agree-disagree 2014 2 |l have enough information to do my job well. 88.8% 8.0% 3.2% 90 N/A
Agree-disagree 2014 | 3 [l feel encouraged to come up with new and better ways of doing things. 69.2% 13.3% 17.5% 89 N/A
Agree-disagree 2014 | 4 |My work gives me a feeling of personal accomplishment. 81.1% 10.0% 8.9% 89 N/A
Agree-disagree 2014 | 5 [l like the kind of work | do. 81.6% 14.2% 4.2% 90 N/A
Agree-disagree 2014 6 |l know what is expected of me on the job. 94.2% 3.6% 2.2% 88 N/A
Agree-disagree 2014 | 7 |When needed | am willing to put in the extra effort to get a job done. 100.0% 0.0% 0.0% 89 N/A
Agree-disagree 2014 | 8 [l am constantly looking for ways to do my job better. 93.6% 6.4% 0.0% 89 N/A
Agree-disagree 2014 | 9 |l have sufficient resources (for example, people, materials, budget) to get my job done. 68.9% 4.3% 26.8% 90 0
Agree-disagree 2014 | 10 [|*My workload is reasonable. 53.3% 13.0% 33.7% 90 0
Agree-disagree 2014 | 11 [*My talents are used well in the workplace. 70.0% 15.2% 14.8% 85 0
Agree-disagree 2014 | 12 [*I know how my work relates to the agency's goals and priorities. 95.8% 2.1% 2.1% 90 0
Agree-disagree 2014 | 13 |The work | dois important. 92.4% 6.5% 1.1% 89 0
Agree-disagree 2014 | 14 [Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform

their jobs well. 91.5% 2.2% 6.4% 89 0
Agree-disagree 2014 | 15 |My performance appraisal is a fair reflection of my performance. 76.1% 10.5% 13.4% 85 4
Agree-disagree 2014 | 16 |lam held accountable for achieving results. 96.9% 2.1% 1.0% 90 0
Agree-disagree 2014 | 17 |*lcandisclose a suspected violation of any law, rule or regulation without fear of reprisal. 69.2% 24.6% 6.2% 86 4
Agree-disagree 2014 | 18 |My training needs are assessed. 74.6% 13.3% 12.1% 89 1
Agree-disagree 2014 | 19 |In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for

example, Fully Successful, Outstanding). 83.2% 7 4% 9.4% 84 6
Agree-disagree 2014 | 20 [*The people | work with cooperate to get the job done. 86.9% 7.8% 5.3% 90 N/A
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Agree-disagree 2014 | 21 [My work unit is able to recruit people with the right skills. 80.4% 12.9% 6.6% 88 2
Agree-disagree 2014 | 22 [Promotions in my work unit are based on merit. 64.4% 22.0% 13.5% 81 9
Agree-disagree 2014 | 23 [In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 61.1% 21.3% 17.6% 78 11
Agree-disagree 2014 | 24 [|*In my work unit, differences in performance are recognized in a meaningful way. 64.3% 19.4% 16.3% 85
Agree-disagree 2014 | 25 [Awardsin my work unit depend on how well employees perform their jobs. 64.3% 22.3% 13.4% 83 6
Agree-disagree 2014 | 26 [Employeesin my work unit share job knowledge with each other. 90.0% 5.6% 4.4% 89
Agree-disagree 2014 | 27 |[The skill level in my work unit has improved in the past year. 82.2% 15.7% 2.1% 88 2
Good-poor 2014 | 28 [How would you rate the overall quality of work done by your work unit? 91.2% 8.8% 0.0% 90 N/A
Agree-disagree 2014 | 29 [*The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals.

90.7% 6.0% 3.3% 88 2
Agree-disagree 2014 | 30 |Employees have a feeling of personal empowerment with respect to work processes. 61.1% 16.6% 22.3% 86 4
Agree-disagree 2014 | 31 |Employees are recognized for providing high quality products and services. 74.4% 10.5% 15.1% 86 3
Agree-disagree 2014 | 32 |Creativity and innovation are rewarded. 52.1% 16.7% 31.2% 88 2
Agree-disagree 2014 | 33 |Pay raises depend on how well employees perform their jobs. 45.5% 21.2% 33.3% 85 5
Agree-disagree 2014 | 34 |Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in

awareness of diversity issues, mentoring). 72.7% 14.1% 13.2% 31 9

Agree-disagree 2014 | 35 [Employees are protected from health and safety hazards on the job. 90.2% 3.8% 5.9% 85
Agree-disagree 2014 | 36 [My organization has prepared employees for potential security threats. 77.9% 12.7% 9.4% 85
Agree-disagree 2014 | 37 |Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.

71.8% 17.0% 11.2% 80 8
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Agree-disagree 2014 | 38 |Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a
person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

80.8% 15.5% 3.7% 79 11
Agree-disagree 2014 | 39 [My agency is successful at accomplishing its mission. 89.0% 9.9% 1.0% 89 0
Agree-disagree 2014 | 40 [*Irecommend my organization as a good place to work. 80.6% 11.5% 8.0% 90 N/A
Agree-disagree 2014 | 41 [*l believe the results of this survey will be used to make my agency a better place to work. 73.3% 19.6% 7.1% 84
Agree-disagree 2014 | 42 |My supervisor supports my need to balance work and other life issues. 86.1% 6.6% 7.4% 89
Agree-disagree 2014 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 74.7% 12.8% 12.5% 90
Agree-disagree 2014 | 44 |Discussions with my supervisor about my performance are worthwhile. 75.1% 14.6% 10.3% 88
Agree-disagree 2014 | 45 [My supervisor is committed to a workforce representative of all segments of society. 78.1% 14.9% 7.1% 78 11
Agree-disagree 2014 | 46 [My supervisor provides me with constructive suggestions to improve my job performance. 73.8% 14.1% 12.1% 90 0
Agree-disagree 2014 | 47 [Supervisors in my work unit support employee development. 78.1% 13.7% 8.2% 88 1
Agree-disagree 2014 | 48 |My supervisor listens to what | have to say. 85.1% 6.0% 8.9% 89 N/A
Agree-disagree 2014 | 49 [My supervisor treats me with respect. 84.9% 4.5% 10.6% 88 N/A
Agree-disagree 2014 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 95.6% 2.3% 2.2% 89 N/A
Agree-disagree 2014 | 51 [l have trust and confidence in my supervisor. 74.8% 12.4% 12.8% 89 N/A
Good-poor 2014 | 52 [Overall, how good a job do you feel is being done by your immediate supervisor? 81.9% 13.3% 4.8% 89 N/A
Agree-disagree 2014 | 53 |[In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

77.3% 10.5% 12.3% 89 0
Agree-disagree 2014 | 54 |[My organization's senior leaders maintain high standards of honesty and integrity. 82.7% 8.2% 9.1% 89 0
Agree-disagree 2014 | 55 |[Supervisors work well with employees of different backgrounds. 80.8% 14.2% 5.0% 82 7
Agree-disagree 2014 | 56 [*Managers communicate the goals and priorities of the organization. 89.5% 7.2% 3.3% 87 0
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Agree-disagree 2014 | 57 [Managers review and evaluate the organization's progress toward meeting its goals and objectives.

88.1% 9.5% 2.4% 86 2
Agree-disagree 2014 | 58 [Managers promote communication among different work units (for example, about projects, goals, needed resources).

69.6% 14.5% 15.9% 86
Agree-disagree 2014 | 59 [Managers support collaboration across work units to accomplish work objectives. 73.5% 15.8% 10.7% 83
Good-poor 2014 | 60 |[Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

81.6% 11.6% 6.8% 88
Agree-disagree 2014 | 61 [l have a high level of respect for my organization's senior leaders. 85.1% 7.9% 7.0% 88
Agree-disagree 2014 | 62 |[Senior leaders demonstrate support for Work-Life programs. 82.6% 8.0% 9.4% 87
Satisfied- 2014 | 63 [*How satisfied are you with your involvement in decisions that affect your work?
dissatisfied 62.1% 15.0% 22.9% 89 N/A
Satisfied- 2014 | 64 |[*How satisfied are you with the information you receive from management on what's going on in your organization?
dissatisfied 73.9% 14.2% 11.9% 89 N/A
Satisfied- 2014 | 65 |*How satisfied are you with the recognition you receive for doing a good job?
dissatisfied 64.5% 13.8% 21.6% 88 N/A
Satisfied- 2014 | 66 [How satisfied are you with the policies and practices of your senior leaders?
dissatisfied 67.5% 19.8% 12.6% 87 N/A
Satisfied- 2014 | 67 |How satisfied are you with your opportunity to get a better job in your organization?
dissatisfied 50.7% 23.2% 26.0% 89 N/A
Satisfied- 2014 | 68 [How satisfied are you with the training you receive for your present job?
dissatisfied 76.9% 13.4% 9.7% 89 N/A
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Satisfied- 2014 | 69 [*Considering everything, how satisfied are you with your job?
dissatisfied 80.4% 6.7% 13.0% 87 N/A
Satisfied- 2014 | 70 [Considering everything, how satisfied are you with your pay?
dissatisfied 73.6% 15.1% 11.3% 89 N/A
Satisfied- 2014 | 71 [*Considering everything, how satisfied are you with your organization?
dissatisfied 79.5% 9.0% 11.5% 89 N/A
Agree-disagree 2013 1 [*I'am given a real opportunity to improve my skills in my organization. 76.6% 8.2% 15.2% 96 N/A
Agree-disagree 2013 2 |l have enough information to do my job well. 88.9% 4.3% 6.8% 95 N/A
Agree-disagree 2013 | 3 [l feel encouraged to come up with new and better ways of doing things. 62.4% 19.8% 17.8% 95 N/A
Agree-disagree 2013 | 4 [My work gives me a feeling of personal accomplishment. 76.5% 10.0% 13.5% 96 N/A
Agree-disagree 2013 | 5 [l like the kind of work I do. 84.0% 6.3% 9.7% 93 N/A
Agree-disagree 2013 6 |l know what is expected of me on the job. 85.5% 7.6% 6.8% 95 N/A
Agree-disagree 2013 | 7 |When needed | am willing to put in the extra effort to get a job done. 98.0% 1.1% 0.9% 96 N/A
Agree-disagree 2013 8 |l am constantly looking for ways to do my job better. 91.2% 7.0% 1.8% 96 N/A
Agree-disagree 2013 | 9 |l have sufficient resources (for example, people, materials, budget) to get my job done. 53.0% 13.7% 33.2% 96 0
Agree-disagree 2013 | 10 |*My workload is reasonable. 59.6% 11.2% 29.1% 94 0
Agree-disagree 2013 | 11 [*My talents are used well in the workplace. 68.4% 9.6% 22.0% 95 0
Agree-disagree 2013 | 12 [*I know how my work relates to the agency's goals and priorities. 92.5% 4.3% 3.2% 94 1
Agree-disagree 2013 | 13 |The work | dois important. 91.8% 6.3% 1.9% 93 1
Agree-disagree 2013 | 14 [Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform

their jobs well. 87.3% 7.7% 5.1% 96 0
Agree-disagree 2013 | 15 |My performance appraisal is a fair reflection of my performance. 68.1% 10.1% 21.8% 93
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Agree-disagree 2013 | 16 [l am held accountable for achieving results. 92.5% 7.5% 0.0% 95
Agree-disagree 2013 | 17 [*lcan disclose a suspected violation of any law, rule or regulation without fear of reprisal. 69.2% 16.7% 14.1% 89
Agree-disagree 2013 | 18 |[My training needs are assessed. 63.2% 14.6% 22.2% 96
Agree-disagree 2013 | 19 |[In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for

example, Fully Successful, Outstanding). 76.1% 9.89% 14.1% 89 7
Agree-disagree 2013 | 20 [*The people | work with cooperate to get the job done. 83.4% 12.7% 3.9% 96 N/A
Agree-disagree 2013 | 21 [My work unit is able to recruit people with the right skills. 62.8% 21.5% 15.7% 90 5
Agree-disagree 2013 | 22 [Promotions in my work unit are based on merit. 58.4% 20.2% 21.5% 90 4
Agree-disagree 2013 | 23 [In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 63.8% 18.6% 17.6% 84 11
Agree-disagree 2013 | 24 [*In my work unit, differences in performance are recognized in a meaningful way. 59.1% 18.2% 22.6% 87 8
Agree-disagree 2013 | 25 [Awardsin my work unit depend on how well employees perform their jobs. 63.3% 23.5% 13.2% 84
Agree-disagree 2013 | 26 [Employeesin my work unit share job knowledge with each other. 86.7% 8.9% 4.3% 96
Agree-disagree 2013 | 27 |[The skill level in my work unit has improved in the past year. 65.5% 27.0% 7.5% 93
Good-poor 2013 | 28 [How would you rate the overall quality of work done by your work unit? 92.0% 6.1% 2.0% 95 N/A
Agree-disagree 2013 | 29 [*The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals.

88.0% 6.6% 5.3% 94 2

Agree-disagree 2013 | 30 |Employees have a feeling of personal empowerment with respect to work processes. 50.9% 24.9% 24.2% 93 3
Agree-disagree 2013 | 31 |Employees are recognized for providing high quality products and services. 61.5% 22.3% 16.2% 92 4
Agree-disagree 2013 | 32 |Creativity and innovation are rewarded. 45.7% 23.6% 30.6% 93 3
Agree-disagree 2013 | 33 |Pay raises depend on how well employees perform their jobs. 44.7% 24.8% 30.5% 86 9
Agree-disagree 2013 | 34 |[Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in

awareness of diversity issues, mentoring). 60.1% 19.4% 20.5% 38 7
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Agree-disagree 2013 | 35 |[Employees are protected from health and safety hazards on the job. 88.2% 7.3% 4.5% 94 2
Agree-disagree 2013 | 36 [My organization has prepared employees for potential security threats. 75.2% 17.2% 7.6% 93 3
Agree-disagree 2013 | 37 |Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.

63.3% 23.3% 13.4% 86 7
Agree-disagree 2013 | 38 |Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a

person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

75.5% 13.1% 11.4% 84 12
Agree-disagree 2013 | 39 [My agency is successful at accomplishing its mission. 82.6% 7.5% 9.9% 95 1
Agree-disagree 2013 | 40 [*Irecommend my organization as a good place to work. 68.0% 18.6% 13.4% 95 N/A
Agree-disagree 2013 | 41 [*l believe the results of this survey will be used to make my agency a better place to work. 70.8% 14.7% 14.4% 86 10
Agree-disagree 2013 | 42 |My supervisor supports my need to balance work and other life issues. 81.8% 11.0% 7.2% 95 1
Agree-disagree 2013 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 69.1% 17.2% 13.7% 94 1
Agree-disagree 2013 | 44 |Discussions with my supervisor about my performance are worthwhile. 70.0% 15.0% 15.0% 91 1
Agree-disagree 2013 | 45 [My supervisor is committed to a workforce representative of all segments of society. 68.7% 23.4% 8.0% 87 8
Agree-disagree 2013 | 46 [My supervisor provides me with constructive suggestions to improve my job performance. 68.9% 18.5% 12.6% 94 1
Agree-disagree 2013 | 47 [Supervisorsin my work unit support employee development. 77.4% 14.4% 8.2% 94 2
Agree-disagree 2013 | 48 |My supervisor listens to what | have to say. 76.7% 17.2% 6.0% 96 N/A
Agree-disagree 2013 | 49 [My supervisor treats me with respect. 82.7% 10.8% 6.4% 95 N/A
Agree-disagree 2013 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 84.4% 6.6% 9.1% 94 N/A
Agree-disagree 2013 | 51 [l have trust and confidence in my supervisor. 63.0% 20.6% 16.5% 96 N/A
Good-poor 2013 | 52 |[Overall, how good a job do you feel is being done by your immediate supervisor? 74.6% 17.2% 8.2% 96 N/A
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Agree-disagree 2013 | 53 [In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

65.7% 12.9% 21.4% 96 0
Agree-disagree 2013 | 54 [My organization's senior leaders maintain high standards of honesty and integrity. 70.1% 13.6% 16.3% 94 2
Agree-disagree 2013 | 55 |[Supervisors work well with employees of different backgrounds. 72.7% 15.3% 12.0% 89 7
Agree-disagree 2013 | 56 [*Managers communicate the goals and priorities of the organization. 80.0% 11.8% 8.2% 94 1
Agree-disagree 2013 | 57 [Managers review and evaluate the organization's progress toward meeting its goals and objectives.

86.2% 9.2% 4.6% 94 2
Agree-disagree 2013 | 58 [Managers promote communication among different work units (for example, about projects, goals, needed resources).

68.7% 14.8% 16.4% 93
Agree-disagree 2013 | 59 [Managers support collaboration across work units to accomplish work objectives. 69.7% 13.4% 16.9% 93
Good-poor 2013 | 60 [Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

76.5% 12.6% 10.9% 93
Agree-disagree 2013 | 61 [l have a high level of respect for my organization's senior leaders. 73.2% 12.4% 14.4% 96
Agree-disagree 2013 | 62 |[Senior leaders demonstrate support for Work-Life programs. 85.1% 5.2% 9.7% 94
Satisfied- 2013 | 63 [*How satisfied are you with your involvement in decisions that affect your work?
dissatisfied 60.3% 17.6% 22.0% 94 N/A
Satisfied- 2013 | 64 [*How satisfied are you with the information you receive from management on what's going on in your organization?
dissatisfied 75.7% 11.1% 13.2% 95 N/A
Satisfied- 2013 | 65 [*How satisfied are you with the recognition you receive for doing a good job?
dissatisfied 58.6% 18.1% 23.3% 95 N/A
Satisfied- 2013 | 66 [How satisfied are you with the policies and practices of your senior leaders?
dissatisfied 64.4% 17.1% 18.5% 95 N/A
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Satisfied- 2013 | 67 [How satisfied are you with your opportunity to get a better job in your organization?
dissatisfied 40.7% 28.1% 31.1% 94 N/A
Satisfied- 2013 | 68 [How satisfied are you with the training you receive for your present job?
dissatisfied 65.3% 14.4% 20.3% 9% N/A
Satisfied- 2013 | 69 [*Considering everything, how satisfied are you with your job?
dissatisfied 71.7% 13.3% 15.0% 9% N/A
Satisfied- 2013 | 70 [Considering everything, how satisfied are you with your pay?
dissatisfied 68.8% 10.3% 20.9% 9% N/A
Satisfied- 2013 | 71 [*Considering everything, how satisfied are you with your organization?
dissatisfied 70.6% 14.0% 15.4% 9% N/A
Agree-disagree 2012 1 [*I'am given a real opportunity to improve my skills in my organization. 72.2% 10.6% 17.2% 92 N/A
Agree-disagree 2012 2 |l have enough information to do my job well. 85.9% 5.9% 8.2% 92 N/A
Agree-disagree 2012 | 3 [l feel encouraged to come up with new and better ways of doing things. 66.1% 20.0% 13.9% 90 N/A
Agree-disagree 2012 | 4 |My work gives me a feeling of personal accomplishment. 74.3% 13.3% 12.3% 92 N/A
Agree-disagree 2012 | 5 [l like the kind of work I do. 87.9% 6.7% 5.3% 92 N/A
Agree-disagree 2012 6 |l know what is expected of me on the job. 87.5% 7.6% 4.9% 92 N/A
Agree-disagree 2012 | 7 |When needed | am willing to put in the extra effort to get a job done. 94.0% 3.8% 2.2% 92 N/A
Agree-disagree 2012 8 |l am constantly looking for ways to do my job better. 88.3% 4.9% 6.8% 89 N/A
Agree-disagree 2012 | 9 |l have sufficient resources (for example, people, materials, budget) to get my job done. 53.6% 13.0% 33.4% 92 0
Agree-disagree 2012 | 10 [|*My workload is reasonable. 71.0% 6.4% 22.6% 90 0
Agree-disagree 2012 | 11 [*My talents are used well in the workplace. 66.5% 20.1% 13.4% 91 1
Agree-disagree 2012 | 12 [*I know how my work relates to the agency's goals and priorities. 92.1% 6.6% 1.3% 92 0
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Item
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Iltem Text
The work | do is important.
Physical conditions (for example, noise level, temperature, lighting, cleanliness in the workplace) allow employees to perform
their jobs well.
My performance appraisal is a fair reflection of my performance.
I am held accountable for achieving results.
*| can disclose a suspected violation of any law, rule or regulation without fear of reprisal.
My training needs are assessed.
In my most recent performance appraisal, | understood what | had to do to be rated at different performance levels (for
example, Fully Successful, Outstanding).
*The people | work with cooperate to get the job done.
My work unit is able to recruit people with the right skills.
Promotions in my work unit are based on merit.
In my work unit, steps are taken to deal with a poor performer who cannot or will not improve.
*In my work unit, differences in performance are recognized in a meaningful way.
Awards in my work unit depend on how well employees perform their jobs.
Employees in my work unit share job knowledge with each other.
The skill level in my work unit has improved in the past year.
How would you rate the overall quality of work done by your work unit?

*The workforce has the job-relevant knowledge and skills necessary to accomplish organizational goals.

Employees have a feeling of personal empowerment with respect to work processes.

Employees are recognized for providing high quality products and services.

Percent
Positive
%
88.6%

89.7%
81.8%
97.8%
72.4%
62.7%

71.6%
87.0%
49.4%
52.5%
53.5%
57.0%
65.5%
90.0%
64.0%
90.8%

93.5%
61.5%
66.7%

Neither

Agree nor
Disagree/
Fair/ Neither
Satisfied nor
Dissatisfied
%

9.0%

5.8%
12.3%
2.2%
19.1%
16.5%

12.0%
9.4%
28.4%
29.1%
30.2%
26.8%
19.5%
3.8%
27.5%
6.8%

4.3%
22.2%
18.1%

Percent
Negative

4.5%
6.0%
0.0%
8.4%
20.7%

16.3%
3.5%
22.2%
18.3%
16.3%
16.2%
15.0%
6.2%
8.4%
2.4%

2.2%
16.3%
15.2%

Item

Response

Total**

91

92
88
91
81
91

85
92
84
80
79
82
84
90
88
91

90
85
88

Do Not
Know/ No
Basis to

Judge
\|

N/A
10

13
10

N/A




Trend Core Survey

Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % % N N
Agree-disagree 2012 | 32 |[Creativity and innovation are rewarded. 53.8% 25.7% 20.6% 87
Agree-disagree 2012 | 33 |[Pay raises depend on how well employees perform their jobs. 35.8% 35.1% 29.1% 83
Agree-disagree 2012 | 34 |Policies and programs promote diversity in the workplace (for example, recruiting minorities and women, training in
awareness of diversity issues, mentoring). 58.1% 25.4% 16.5% 36 5
Agree-disagree 2012 | 35 |[Employees are protected from health and safety hazards on the job. 90.8% 5.6% 3.6% 86
Agree-disagree 2012 | 36 [My organization has prepared employees for potential security threats. 74.3% 15.6% 10.1% 85
Agree-disagree 2012 | 37 |Arbitrary action, personal favoritism and coercion for partisan political purposes are not tolerated.
62.9% 17.3% 19.8% 83 8
Agree-disagree 2012 | 38 |Prohibited Personnel Practices (for example, illegally discriminating for or against any employee/applicant, obstructing a

person's right to compete for employment, knowingly violating veterans' preference requirements) are not tolerated.

75.4% 16.4% 8.3% 79 10
Agree-disagree 2012 | 39 [My agency is successful at accomplishing its mission. 92.3% 5.5% 2.3% 88 2
Agree-disagree 2012 | 40 [*Irecommend my organization as a good place to work. 73.1% 17.2% 9.7% 91 N/A
Agree-disagree 2012 | 41 [*I believe the results of this survey will be used to make my agency a better place to work. 72.8% 15.6% 11.6% 81 9
Agree-disagree 2012 | 42 |My supervisor supports my need to balance work and other life issues. 89.1% 3.4% 7.5% 90 1
Agree-disagree 2012 | 43 [My supervisor provides me with opportunities to demonstrate my leadership skills. 77.6% 10.7% 11.7% 88 2
Agree-disagree 2012 | 44 |Discussions with my supervisor about my performance are worthwhile. 78.9% 8.6% 12.6% 88 2
Agree-disagree 2012 | 45 [My supervisor is committed to a workforce representative of all segments of society. 79.0% 13.5% 7.5% 85 6
Agree-disagree 2012 | 46 [My supervisor provides me with constructive suggestions to improve my job performance. 78.6% 8.7% 12.7% 88 3
Agree-disagree 2012 | 47 [Supervisors in my work unit support employee development. 84.3% 6.8% 8.8% 87 4
Agree-disagree 2012 | 48 |My supervisor listens to what | have to say. 86.2% 6.8% 7.0% 90 N/A

Agree-disagree 2012 | 49 [My supervisor treats me with respect. 89.0% 4.9% 6.1% 90 N/A



Trend Core Survey

Neither
Agree nor
Disagree/ Do Not
Fair/ Neither Item Know/ No
Percent  Satisfied nor Percent Response  Basis to
Response Positive Dissatisfied Negative  Total** Judge
Type Year | Item Iltem Text % % N

Agree-disagree 2012 | 50 [Inthe last six months, my supervisor has talked with me about my performance. 93.8% 3.2% 3.0% 90 N/A
Agree-disagree 2012 | 51 [l have trust and confidence in my supervisor. 78.0% 10.5% 11.4% 89 N/A
Good-poor 2012 | 52 |[Overall, how good a job do you feel is being done by your immediate supervisor? 80.3% 12.4% 7.4% 89 N/A
Agree-disagree 2012 | 53 |[In my organization, senior leaders generate high levels of motivation and commitment in the workforce.

70.9% 15.3% 13.8% 88 2
Agree-disagree 2012 | 54 |My organization's senior leaders maintain high standards of honesty and integrity. 76.7% 12.1% 11.2% 87 3
Agree-disagree 2012 | 55 |Supervisors work well with employees of different backgrounds. 79.4% 10.7% 9.9% 87 2
Agree-disagree 2012 | 56 |*Managers communicate the goals and priorities of the organization. 80.1% 13.9% 6.0% 89 1
Agree-disagree 2012 | 57 |Managers review and evaluate the organization's progress toward meeting its goals and objectives.

87.8% 11.0% 1.1% 87 2
Agree-disagree 2012 | 58 [Managers promote communication among different work units (for example, about projects, goals, needed resources).

69.0% 18.6% 12.4% 85 4
Agree-disagree 2012 | 59 |Managers support collaboration across work units to accomplish work objectives. 72.8% 20.4% 6.9% 86
Good-poor 2012 | 60 |Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor?

75.0% 19.7% 5.3% 84 6
Agree-disagree 2012 | 61 |l have a high level of respect for my organization's senior leaders. 76.5% 13.9% 9.6% 89
Agree-disagree 2012 | 62 |Senior leaders demonstrate support for Work-Life programs. 85.4% 10.6% 3.9% 88 2
Satisfied- 2012 | 63 |*How satisfied are you with your involvement in decisions that affect your work?
dissatisfied 65.4% 16.6% 18.0% 90 N/A
Satisfied- 2012 | 64 |[*How satisfied are you with the information you receive from management on what's going on in your organization?
dissatisfied 78.5% 13.1% 8.4% 90 N/A




Trend Core Survey

Response
Type
Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Satisfied-
dissatisfied

Year
2012

2012

2012

2012

2012

2012

2012

Item
65

66

67

68

69

70

71

Item Text
*How satisfied are you with the recognition you receive for doing a good job?

How satisfied are you with the policies and practices of your senior leaders?

How satisfied are you with your opportunity to get a better job in your organization?

How satisfied are you with the training you receive for your present job?

*Considering everything, how satisfied are you with your job?

Considering everything, how satisfied are you with your pay?

*Considering everything, how satisfied are you with your organization?

* AES prescribed items as of 2017 (5 CFR Part 250, Subpart C)

** Unweighted count of responses excluding 'Do Not Know' and 'No Basis to Judge'

The Dashboard only includes items 1-71.

Percentages are weighted to represent the Agency's population.

The rows above do not include results for any item or year when there were fewer than 4 completed surveys.

Percent
Positive
%

71.4%

69.4%

40.8%

61.8%

78.2%

68.8%

78.1%

Neither

Agree nor
Disagree/
Fair/ Neither
Satisfied nor
Dissatisfied
%

13.8%

18.4%

32.0%

16.7%

9.9%

14.9%

11.9%

Percent
Negative
%

14.8%

12.2%

27.1%

21.6%

11.9%

16.3%

10.0%

Item
Response
Total**
N

89

89

88

90

89

89

90

Do Not
Know/ No
Basis to
Judge
)

N/A

N/A

N/A

N/A

N/A

N/A

N/A




Agency-Specific Questions

1. | know how to contact an ethics official at my agency for assistance in applying the government ethics rules.

# of
Respondents Percent
2019 2019
Yes 48 92.2%
No 4 7.8%
Total 52 100.0%

For all tables on this worksheet:

Percentages are weighted to represent the Agency’s population.

Source: 2019 OPM Federal Employee Viewpoint Survey



Office of Personnel Management Federal Employee Viewpoint Survey
2019 Item Change Summary

2019 Item Text and Response Options 2018 Item Text and Response Options

(72) Currently, in my work unit poor performers usually:

e Remain in the work unit and improve their performance over time
e Remain in the work unit and continue to underperform

e Leave the work unit - removed or transferred Not in 2018 OPM FEVS
e Leave the work unit - quit

e There are no poor performers in my work unit
* Do not know

(73) Which of the following best describes the impact of the partial government shutdown
(December 22, 2018 — January 25, 2019) on your working/pay status?

* The shutdown had no impact on my working/pay status

¢ | did not work and did not receive pay until after the lapse ended

¢ | worked some of the shutdown but did not receive pay until after the lapse ended

¢ | worked for the entirety of the shutdown but did not receive pay until after the lapse
ended

® Other, not listed above

Not in 2018 OPM FEVS

(74) How was your everyday work impacted during (if you worked) or after the partial
government shutdown?

e It had no impact

¢ A slightly negative impact Not in 2018 OPM FEVS
¢ A moderately negative impact
* A very negative impact

* An extremely negative impact

(75) In what ways did the partial government shutdown negatively affect your work? (Check
all that apply)

¢ Unmanageable workload

¢ Missed deadlines

e Unrecoverable loss of work

* Reduced customer service

¢ Delayed work

¢ Reduced work quality

e Cutback of critical work

¢ Time lost in restarting work

e Unmet statutory requirements
e Other

Not in 2018 OPM FEVS

(76) Are you looking for another job because of the partial government shutdown?
¢ | am looking for another job specifically because of the shutdown

¢ | am looking for another job, but the shutdown is only one of the reasons Not in 2018 OPM FEVS
¢ | am looking for another job, but the shutdown had no influence on that decision
¢ | am not looking for another job currently

(77) My agency provided the support (e.g., communication, assistance, guidance) | needed
during the partial government shutdown.

e Strongly Agree

* Agree

¢ Neither Agree nor Disagree

¢ Disagree

e Strongly Disagree

¢ No support required

Not in 2018 OPM FEVS

(79) How satisfied are you with the Telework program in your agency? (73) How satisfied are you with the following Work/Life programs in your agency? Telework
¢ Very satisfied  Very satisfied

o Satisfied o Satisfied

¢ Neither Satisfied nor Dissatisfied ¢ Neither Satisfied nor Dissatisfied

e Dissatisfied e Dissatisfied

¢ Very Dissatisfied ¢ Very Dissatisfied

e | choose not to participate in this program e | choose not to participate in these programs

e This program is not available to me ® These programs are not available to me

¢ | am unaware of this program ¢ | am unaware of these programs




Office of Personnel Management Federal Employee Viewpoint Survey
2019 Item Change Summary

2019 Item Text and Response Options

(80) Which of the following Work-Life programs have you participated in or used at your
agency within the last 12 months? (Mark all that apply):

o Alternative Work Schedules (for example, compressed work schedule, flexible work
schedule)

¢ Health and Wellness Programs (for example, onsite exercise, flu vaccination, medical
screening, CPR training, Health and wellness fair)

¢ Employee Assistance Program — EAP (for example, short-term counseling, referral services,
legal services, information services)

e Child Care Programs (for example, child care center, parenting classes and support groups,
back-up care, subsidy, flexible spending account)

« Elder Care Programs (for example, elder/adult care, support groups, resources)

¢ None listed above

2018 Item Text and Response Options

Not in 2018 OPM FEVS

(81-85) How satisfied are you with the following Work-Life programs in your agency?

(81) Alternative Work Schedules (for example, compressed work schedule, flexible work
schedule)

(83) Employee Assistance Program - EAP (for example, short-term counseling, referral
services, legal services, information services)
(84) Child Care Programs (for example, child care center, parenting classes and support
groups, back-up care, subsidy, flexible spending account)
(85) Elder Care Programs (for example, elder/adult care, support groups, resources)

e Very satisfied

o Satisfied

¢ Neither Satisfied nor Dissatisfied

e Dissatisfied

e Very Dissatisfied

¢ | choose not to participate in these programs

® These programs are not available to me

® | am unaware of these programs

(73-78) How satisfied are you with the following Work/Life programs in your agency?

(74) Alternative Work Schedules (AWS, for example, compressed work schedule or
flexible work schedule)

(76) Employee Assistance Program (EAP, for example, short-term counseling, referral
services, legal services, information services)
(77) Child Care Programs (for example, child care center, parenting classes and support
groups, back-up care, flexible spending account)
(78) Elder Care Programs (for example, elder/adult care, support groups, speakers)

e Very satisfied

o Satisfied

¢ Neither Satisfied nor Dissatisfied

e Dissatisfied

e Very Dissatisfied

¢ | choose not to participate in these programs

® These programs are not available to me

® | am unaware of these programs

(87) What is your supervisory status?

* Senior Leader: You are the head of a department/agency or a member of the immediate
leadership team responsible for directing the policies and priorities of the
department/agency. May hold either a political or career appointment, and typically is a
member of the Senior Executive Service or equivalent.

e Manager: You are in a management position and supervise one or more supervisors.

e Supervisor: You are a first-line supervisor who is responsible for employees' performance
appraisals and leave approval.

e Team Leader: You are not an official supervisor; you provide employees with day-to-day
guidance in work projects, but do not have supervisory responsibilities or conduct
performance appraisals.

¢ Non-Supervisor : You do not supervise other employees.

(80) What is your supervisory status?

¢ Non-Supervisor : You do not supervise other employees.

e Team Leader: You are not an official supervisor; you provide employees with day-to-day
guidance in work projects, but do not have supervisory responsibilities or conduct
performance appraisals.

e Supervisor: You are a first-line supervisor who is responsible for employees' performance
appraisals and leave approval.

e Manager: You are in a management position and supervise one or more supervisors.

e Senior Leader: You are the head of a department/agency or a member of the immediate
leadership team responsible for directing the policies and priorities of the
department/agency. May hold either a political or career appointment, and typically is a
member of the Senior Executive Service or equivalent.

(91) How long have you been with your current agency (for example, Department of Justice,
Environmental Protection Agency)?

e Less than 1 year

e 1to3years

e 4to5years

® 6to 10 years

