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MEMORANDUM TO: Lance Rakovan, Senior Communications Specialist
Office of the Executive Director for Operations

FROM: Ed Hackett, Director
Advisory Committee on Reactor Safeguards

SUBJECT: SAFETY CULTURE ACTION PLAN

In response to the request from the Executive Director for Operations for Office Safety Culture
Action Plans, the Advisory Committee for Reactor Safeguards respectfully submits the enclosed
Action Plan.

To create the Action Plan, the ACRS Executive Director, leadership team and staff did a close
review of the survey results concentrating on opportunities to create and maintain an open,
collaborative working environment. The resulting plan encompasses new actions as well as
ongoing initiatives that we hope will continue to improve the workings of our office.

As directed by the January 22, 2010, memorandum from Roy Zimmerman, our Action Plan
includes initiatives under the areas of Empowerment and Engagement that address diversity
and inclusion measures related to five survey questions determined by the Office of Small
Business and Civil Rights (SCBR) to be diversity-related. The initiatives and the related survey
questions are noted on our Action Plans to show where we hope to continue to improve on our
consideration of diversity in our working environment.

Please let us know if our office can contribute anything further.

Enclosure: As Stated

cc: Barbara Williams, SBCR



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR ACRS

ACTION FOR: Office of Advisory Committee on Reactor Safeguards (ACRS)

KEY AREA FOR SUSTAINED IMPROVEMENT: Working Relationships *

SUMMARY OF SURVEY RESULTS: ACRS 76% Favorable in 2009 - Increase from ACRS 41% in 2005.

OBJECTIVE/MILESTONE: Maintain continuous improvement in the working relationships within the Office by continuing to hold Staff
Retreats every 12 to 18 months. Retreat results are provided to and discussed among Leadership Team who implements actions to
address items needing improvement. Progress on improvements is re-evaluated at the next retreat.

Targeted Targeted Actual Responsibility Resources
ACRS ACTION 1: Continue Staff Retreats START END Completion Assigned To Needed

Date Date Date
ACTION STEPS:

1A) Staff retreat for FY201 1 01/01/2011 02/01/2011 ACRS/PMDA

1 B) Results of FY201 1 staff retreat to Leadership Team 02/01/2011 03/01/2011 ACRS/PMDA

1C) Action items from FY2011 retreat Implemented 06/01/2011 09/01/2011 Leadership
Team

1 D) Staff retreat for FY2012 01/01/2012 06/01/2012 ACRS/PMDA

* (Scores for Survey Questions 4, 22a, 22b, 38)

Page 1 of 3



KEY AREA FOR IMPROVEMENT: Empowerment (These Initiatives also Address Diversity) *

SUMMARY OF SURVEY RESULTS: ACRS 69% Favorable in 2009 - Lower than HQ Overall of 82% in 2009.

AND

KEY AREA FOR IMPROVEMENT: Open, Collaborative Working Environment **

SUMMARY OF SURVEY RESULTS: ACRS 54% Favorable in 2009 - Decrease from 82% in 2005.

OBJECTIVE/MILESTONE: Begin fostering a working environment that values input from the staff on making changes to improve the
workplace without fear of reprisal or embarrassment. This will be accomplished by establishing a "Suggestion Box" on the ACRS
Sharepoint Site and by expanding the use of the performance review process to include discussions of workplace improvements.

Targeted Targeted Actual Responsibility Resources
ACRS ACTION 2: Establish Suggestion Box START END Completion Assigned To Needed

Date Date Date
ACRS ACTION 3: Increase Role of Performance Review

ACTION STEPS:

2A) Establish a Suggestion Box on the ACRS Sharepoint Site 04/01/2010 06/01/2010 ACRS/PMDA

2B) Establish a process to review inputs in Suggestion Box and 04/01/2010 07/01/2010 Leadership
provide feedback to the submitter Team

2C) When an office process change is implemented through the TBD TBD Leadership
Suggestion Box, notify all staff and establish appropriate Team
training for all staff

3A) Include "work place improvements" in the regular 06/01/2010 10/01/2010 Leadership
performance appraisal process Team

3B) Increase Use of Mid-Year Reviews 10/01/2010 03/01/2011 Leadership
Team

* (Score for Survey Questions 59, 67a, 67b, 67c, 76 (Ques.
** (Score for Survey Question 34c)

59, 67a, 67b, 67c also address Diversity goals)
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KEY AREA FOR IMPROVEMENT: Engagement (These Initiatives also Address Diversity)*

SUMMARY OF SURVEY RESULTS: ACRS 69% Favorable in 2009 - Lower than HQ Overall of 82% in 2009.

OBJECTIVE/MILESTONE: Begin fostering a working environment that understands and respects the value of different staff
capabilities. This will be accomplished by establishing an Internal Rotational Assignment process that assigns tasks from the
administrative work unit to technical unit personnel and vice-versa.

Targeted Targeted Actual Responsibility Resources
ACRS ACTION 4: Establish Internal Rotational Assignment START END Completion Assigned To Needed

Date Date Date
ACTION STEPS:

4A) Establish a process for internal rotational assignment and 04/01/2010 06/01/2010 ACRS/PMDA
identify target job duties for inter-unit assignment

4B) Complete at least one internal rotation 06/01/2010 01/01/2011 Leadership
Team

* (Score for Survey Question 36, also addresses Diversity goals)
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October 11, 2011 Meeting Summary - ACRS Retreat FINAL
Kentlands Mansion
September 14, 2011

On September 14, 2011, the ACRS staff met with Chip Cameron (Meeting Facilitator) to discuss
and identify (1) what is working well in the office and (2) any issues or concerns they may have.
This discussion was done without the ACRS management team. At 10:45 am the management
team joined the retreat, and Chip Cameron summarized the morning discussions.

The staff identified office strengths as:

* Technical exchange in branch meetings
* Working on cutting edge technical issues
* Left alone by management
* Working independently with members
* Work-life balance
* New/unique skills
" Technical Support Branch is working well
" Good cooperation between the branches (TSB and PMDA)

The staff identified a number of challenges, concerns, and areas for improvements or
enhancements. The remainder of the retreat was a group discussion of these issues.

" Feedback from management on how well the staff is functioning
o The Executive Director praised the staff for their work and noted that this could

be done more during the ACRS all hands meeting following each full committee
meeting.

* Lack of secretarial coverage due to concurrent rotations for both of the TSB
administrative assistants and a promotion of the executive secretary

o Jessie Delgado offered to come back 1 day/week or as needed to support the
ACRS when members are here for meetings

o ACTION ITEM - The ACRS management team will coordinate with Ms.
Delgado and her current supervisor to develop a schedule for additional
administrative support during ACRS meetings.

* Need for more systematic guidance on travel rules
o ACTION ITEM - PMDA will schedule a seminar to discuss travel rules and a

new ACRS travel form (e.g., what are the rules and criteria that apply to
justify a rental car?).

" Eliminate Saturday meetings
o The Executive Director noted that this issue has been brought up with the

members before and is a result from having members on the committee who are
professors at universities.
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October 11,2011 Meeting Summary - ACRS Retreat FINAL
Kentlands Mansion

September 14, 2011

TSB Branch meetings could be more efficient and include information on work process
issues (e.g., work at home)

o Technical exchange and discussion during branch meetings was identified as a
strength. This discussion does not have to be limited to just training classes and
meetings attended but could also include technical topics that are currently being
supported by the staff for the ACRS. It was suggested that only 1 technical topic
be discussed per meeting.

o The PMDA branch chief offered to have a member of PMDA staff attend if
needed.

o In a recent branch meeting, discussion on a single topic continued for too long.
o Suggested other topics that could be discussed during branch meetings include:

* Provide feedback on work that was recently completed
* Identify work to be done in the near future and assign work to staff
* Discuss any generic guidance that needs to be given to the staff

* Lessons learned or best practices from recent meetings
* Suggestions for improving processes
* Identify staff who may be out of the office

" The staff noted that it would be useful to update the Office
calendar with the schedules of ACRS managers.

* ACTION ITEM - Everyone should also begin using their full
name (instead of just initials) when updating the office
calendar.

o ACTION ITEM - For future branch meetings, the TSB branch chief will
distribute an agenda prior to the meeting. During a meeting if a discussion
continues past the allotted time, it will be tabled until a future meeting or
discussed off-line following the meeting.

" More personal communication on work assignments
o There is inconsistency among the staff regarding this issue. It was identified as a

concern and area for improvement, but other staff noted that there was good
personal communication with the supervisor on work assignments.

" Designated computers for DFO during meetings

o ACTION ITEM - A laptop will be setup for the DFO during ACRS
subcommittee meetings. The laptop will have access to the NRC LAN so
that the DFO can check email and access any needed documents

electronically during the meeting.
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October 11,2011 Meeting Summary - ACRS Retreat FINAL
Kentlands Mansion
September 14, 2011

More systematic process on training
o The Executive Director identified various training priorities at the NRC. Training

in formal developmental programs (e.g., LPP, SESCDP, NSPDP) have the
highest priority. Mission essential training or qualification training is the next
highest priority. For the ACRS this would be something like FACA training.
Training to enhance current performance is discretionary and has the lowest
priority.

o Should the ACRS office be more systematic in the assigning and approving staff
training?

o Should the ACRS have a list of mission essential skills (i.e. a qualification
program)?

o Should management set aside a certain amount of funds for each member of the
staff to use for training?

o Should attending a conference be considered training?
o Should management set aside a reserve of funds for training and a timeframe in

which it should be used?
o It was suggested that preparing an IDP would be useful to identify training needs

and desires.
o There are ways to enhance skills and knowledge other than training. Rotations

and new assignments may also be options.
o A distinction should be made between training to enhance existing skills and

training on the basics and fundamentals of nuclear technology.
o By reviewing the Committee's anticipated workload and the current skills of the

staff an analysis could be performed to identify critical gaps that would need to
be filled.

o ACTION ITEM - The ACRS management team will perform a skills gap
analysis as suggested during the retreat.

o ACTION ITEM - Since training budgets have typically not limited staff
training opportunities, the staff should continue to identify any training
courses that are of interest to them and discuss this with their supervisors.
Attending a conference is considered training.

Maintaining technical strength among the staff
o The staff noted that the NRC is a technical agency and should maintain a

technical focus in its staff.
o It was noted that some managers today have much less technical experience

than managers previously.
o This is an Agency-wide issue.
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October 11,2011 Meeting Summary - ACRS Retreat FINAL
Kentlands Mansion
September 14, 2011

" More information on the use of bulk email resources and the Sharepoint site
o The PMDA branch chief described the various email resources created by the

office and their purpose.
o PMDA staff noted that an additional email resource will be created for funding

needs during an anticipated continuing resolution.
o The staff noted that other offices have a sharepoint site for "How do /" items.
o ACTION ITEM - Additional guidance, including examples of what should be

sent to each resource, will be sent out to the staff.

" Meeting transcripts are poor quality (numerous errors)
o There is a wide range in the quality of the transcripts
o Is it worth the effort to correct these transcripts?
o What criteria would be used to identify what corrections should be made?
o Are the members concerned about the quality of the transcripts?

* Missing public website letters
o ACTION ITEM - Requests to update the public website with missing ACRS

letters should be sent to ACRS IT Coordinators.resource•,nrc.gov

* Bringing back "Hawaiian Shirt Day"
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October 1, 2009

MEMORANDUM TO: Cynthia Carpenter, Director
Office of Enforcement

Stephen G. Burns IRA/
General Counsel

FROM:

SUBJECT: COMMENTS ON INTERNAL SAFETY CULTURE RESULTS
AND INSIGHTS

The Office of the General Counsel (OGC) has reviewed the best practices and insights
suggested by the Internal Safety Culture Task Force. OGC employs a number of them in the
same or a similar form; others are being considered for implementation. Some are not suitable
for our organization. In the chart below, we have listed examples of effective practices that are
currently employed. In the same chart, we have also indicated practices that are being
considered for implementation and use in OGC.

If you have any questions, please contact Mauri Lemoncelli, Attorney, OGC point of contact, at
301-415-1338 or Sara McAndrew, Senior Attorney, alternate point of contact, at 301-415-1562.

ISSUE/THEME CURRENT EFFECTIVE POTENTIAL PRACTICES
PRACTICES UNDER CONSIDERATION

Communication * Frequent communication e Assess areas where
between management and OGC enhanced cross-office
staff occur through periodic coordination would
division meetings improve consistency of

legal advice
OGC-wide seminars

General Counsel sends bi-
weekly emails to OGC staff on
current events
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Safety Conscious Work
Environment/Open
Collaborative Work
Environment

0 Differing professional views are
aired informally and respectfully;
matters are generally resolved in
a diplomatic fashion, at times
with the assistance of senior
management

Regularly-scheduled
reminders to employees
of the availability of safety
conscious work
environment programs
(i.e., open door policy,
DPOs, and the non-
concurrence process)

* Assignment practices ensure the
necessary range of legal
expertise is applied to projects

Training/Knowledge
Capture and Transfer

Management assigns mentors to
all Honor Law Graduate (HLG)
Attorneys

Continue development of
online Communities of
Practice

0 Senior Counsel and managers
conduct training for HLGs and
lateral attorneys on technical
subjects and office practices

0

* Introduced an enhanced

electronic research capability to
capture and retrieve historic and
current OGC work product

* Established an office-wide
Professional Development
Committee to advise on training
needs and programs

Assess effectiveness of
ongoing in-house litigation
skills seminars and look
for opportunities for other
OGC-wide or targeted
training programs not
provided by the agency

Focus on training and
skills development for
lateral hires and for
administrative staff

Resources Management ensures that lap-
tops and other portable
equipment are available to OGC
staff, particularly during work-
intensive periods

i " Complete SECY paper
conversion project

" Assess adequacy of IT
support

Refresh and enhance
OGC webpage

0 Availability of legal resources
such as Westlaw, Lexis, Hein
Online and the OGC Practice
and Procedure Digest.

0 OGCWebpage
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Work Planning and
Controls

* WITS -- effective tracking system
for all client-related and internal
assignments; General Counsel
recently provided guidance on
tracking system best practices to
all OGC staff

* OGC Operating Manual

* Ensure transition to
EDATS does not sacrifice
quality and effectiveness
of tracking systems.

* Complete pandemic
simulation to assess
impact on ability to deliver
critical legal services.

* Complete major update of
OGC Operating Manual
and its utility as an on-line
resource.

DISTRIBUTION
SBurns EWilliamson
JGray CScott
Mltzkowitz MYoung
JCordes MMaxin
TRothschild MLemoncelli
BJones SMcAndrew
MZobler OGC R/F
ADAMS ACCESSION NO.:

JGoldberg

DOCUMENT NAME: G:\GC\Burns\OGC INTERNAL SAFETY CULTURE RESULTS AND
INSIGHTS.doc

To receive a copy of this document, indicate in the box: "C" = Copy without enclosures
"E" = Copy with enclosures "N" = No copy
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March 1, 2010

MEMORANDUM TO:

FROM:

SUBJECT:

Lance J. Rakovan
Senior Communications Specialist
Office of the Executive Director for Operations

Stephen G. Burns IRA/
General Counsel

OFFICE OF THE GENERAL COUNSEL ACTION PLAN FOR
THE 2009 OIG SAFETY CULTURE AND CLIMATE SURVEY
RESULTS

In response to the request for action plans for the 2009 OIG Safety Culture and Climate Survey
(Survey) results, as stated in the memorandum from Nader Mamish, Assistant for Operations,
Office of the Executive Director of Operations, dated December 17, 2009, the Office of the
General Counsel (OGC) submits the enclosed action plan. We plan six actions which address
two categories from the Survey: 1) Communication and 2) Training and Development. We
have also addressed SBCR diversity questions.

Questions regarding this action plan should be addressed to Sara McAndrew, Senior Attorney,
at 301-415-1562

Enclosure: As stated

N Iq



Office of the General Counsel
Action Plan for the 2009 OIG Safety Culture and Climate Survey Results'

A. Key Area for Improvement: Communication (Category 6)

Summary of Survey Results: Question 88c, How effective are the following at enhancing
internal communications: office/region websites, -25 points from benchmark (statistically
significant).

Objective/Milestone: To improve communications within the office and across divisions by
revising and enhancing the office website
Actions Steps:

1. Enhance the office website. In January 2010, a website committee led by an Associate
General Counsel was formed and surveyed the staff for ideas and preferences for developing
website content. Evaluation of survey responses is to be completed by April 1, 2010. Changes
to the website responsive to the survey results will be phased in. Maintaining and updating the
website is to be an ongoing activity.

Resources: Use of available staff; may require reassignment of duties or new FTE as well as

program support funds to maintain effective web presence.

B. Key Area for Improvement: Training and Development (Category 8)

Objective/Milestone: Improved opportunities for training

Summary of Survey Results: Question 53b, There are sufficient opportunities for me to receive
cross-training to learn other jobs, -14 points from benchmark; and Question 53c, There are
sufficient opportunities for me to receive: Training to increase my eligibility for a better job, -12
points from benchmark.

Action Steps:

1. Communicate more frequently with staff about training opportunities by use of e-mail and
enhanced office website. The Training and Development Coordinator will send periodic e-mails
to staff and post notices on the office website regarding courses, rotations and other training
opportunities. This action is to start immediately and will be an ongoing activity.

2. Instruct managers to avoid canceling scheduled training for staff if all possible by considering
alternative work assignments, reassignment of work and other options. Cancellation of
approved, scheduled training because of work demands must be approved by the appropriate
Associate General Counsel to the extent practicable.

1 In the Summary of Survey Results, the survey results provided are those for OGC as compared to NRC
overall results (benchmark). The one difference between OGC results and the benchmark that is
statistically significant is noted.



-2-

3. Revive the Professional Development Committee whose purpose is to plan training,
programs and seminars for staff. This committee, led by an Associate General Counsel, has
been reconstituted, met in February 2010 and will meet periodically. The Professional
Development Committee will plan for an expanded number of OGC seminars on topics of
general interest, and OGC training seminars on selected topics relating to NRC legal practice.
The Committee will also use the improved OGC website to provide recommended training
opportunities for all OGC staff, and to develop an improved new employee orientation program.
Resources: Use of available staff.
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McAndrew, Sara \

From: Maxin, Mark
Sent: Wednesday, June 16, 2010 11:48 AM
To: Itzkowitz, Marvin; Scott, Catherine
Cc: Rothschild, Trip; McAndrew, Sara; Jimenez, Patricia
Subject: RE: ACTION: comments on draft focus group report

Sara, assigned to you.

From: Itzkowitz, Marvin
Sent: Wednesday, June 16, 2010 11:13 AM
To: Maxin, Mark; Scott, Catherine
Cc: Rothschild, Trip
Subject: FW: ACTION: comments on draft focus group report

Mark, Cathy

We would like Sara McAndrew and Mauri Lemoncelli to review the report and identify any comments/concerns
from the perspective of our office. They were our lead people in the post-QIG survey era earlier this year.
Once review is complete, please draft a memo from Steve to Roy reflecting our comments and send the draft
to me and Trip. Due: 6/23. Thanks

From: Burns, Stephen
Sent: Wednesday, June 16, 2010 10:21 AM
To: Rothschild, Trip; Itzkowitz, Marvin
Subject: FW: ACTION: comments on draft focus group report

Do we need to do anything with this?

From: Zimmerman, Roy
Sent: Monday, June 14, 2010 3:45 PM
To. Collins, Sam; Collins, Elmo; Satorius, Mark; Reyes, Luis; Sheron, Brian; Lyons, James; Haney, Catherine; Holahan,
Patricia; Khan, Charline; Carpenter, Cynthia; Johnson, Michael; Holahan, Gary; Mamish, Nader; Burns, Stephen; Hackett,
Edwin; Gray, Joseph; Vietti-Cook, Annette; Brenner, Eliot; Schmidt, Rebecca; Poole, Brooke; Doane, Margaret; Moore,
Scott; Dyer, Jim; Brown, Milton; Howard, Patrick; Dapas, Marc; Greene, Kathryn; Corbett, James; McDermott, James;
Cohen, Miriam; Casto, Chuck; Pederson, Cynthia; McCree, Victor; Dapas, Marc; Wiggins, Jim; Dean, Bill; Leeds, Eric;
Grobe, Jack; Boger, Bruce; Kelley, Corenthis; Boyce, Thomas (OIS); Schaeffer, James; McCrary, Cheryl
Cc: Weber, Michael; Virgilio, Martin; Cai, June; Pedersen, Renee; Solorio, Dave; Jarriel, Lisamarie; Campbell, Andy;
Landau, Mindy; Rakovan, Lance
Subject: ACTION: comments on draft focus group report

As you are aware, earlier this year OE contracted with an independent contractor, the Media Network, to
conduct agencywide focus groups to further understand issues identified from the 2009 OIG Safety Culture
and Climate Survey. 20 groups were conducted at Headquarters and all the Regions. Attached is the draft
report for your review and comment. The draft report will also be shared with the safety culture contracts from
your offices and NTEU. We understand that many offices have included reviewing the results of the focus
groups as part of their office-specific action plans. Please provide comments by COB June 2 5 th and direct any
questions to June Cai of my staff (june.cai@nrc.gov, 301-415-5192). June will consolidate and forward
comments to the contractor. We expect the final report in mid July. Some important items to considere your
review:



1) The contractor used a different version of Microsoft Word so when the report is opened on an NRC
computer, there are some formatting edits that show up. Please ignore for now - this will be fixed in
the final version when it's made as a PDF document.

2) The entire report is fairly lengthy (119 pages). However, the executive summary is only through page
18. The appendices provide much greater level of detail. If time is limited, you may wish to focus your
review on the executive summary.

3) It's important to keep in mind that the purpose of these groups were to explore areas where the OIG
survey results were not as positive, did not show as much improvement from previous surveys, or
showed differences between demographic groups. In addition, many of the questions asked were
aimed to seeking areas for improvement. The focus groups did not ask questions on areas where the
survey showed more positive, improved, or more consistent results. Therefore, the results are
concentrated in areas where the agency could focus on doing better.

4) Another important perspective to keep in mind is that part of the reason the OIG 2009 results appear so
positive is due to improvements seen from the previous surveys and also in comparing well with
industry norms. In contrast, we have not done focus groups to follow up on the OIG survey results
before, so there is not previous data to compare with. In addition, there are not industry norms to
compare with. Therefore, there is no such trending or comparison information available (so we do not
know if the issues raised in by the groups in fact have improved from previous years, or if we would still
compare well with other organizations).

This is a very important activity to provide us with richer, deeper information on areas highlighted by the OIG
survey results as warranting additional attention. We look forward to your feedback on suggestions or
recommendations for making this product as useful as possible for the agency and for your offices. Thank you
for your continued support in our internal safety culture activities.
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Barnes, Robin

From:
Sent:
To:
Subject:
Attachments:

Coates, Carlotta
Thursday, January 21, 2010 5:26 PM
OIP Distribution
safety culture.ppt
safety culture.ppt

Colleagues,

The results of the 2009 OIG Cultural Survey results are in. As indicated earlier this week at the stand-up
meeting, the survey was comprehensive and the response rate from OIP was extremely high. Accordingly, we
would like to continue to maximize the use of this valuable source of information to support continuous
improvement throughout OIP and the NRC. Each Office is responsible for developing an action plan to
address the survey results.

Please take a few moments to review the attached survey results and identify by item/letter your top three and
bottom three concerns and e-mail that information to me by Thursday, January 2 8th. Once I receive your input
and based on your feedback, we will need a path forward that addresses areas in which our organization is
performing well or in areas where we may need to make improvements. Development of an action plan
should be a collaborative process, and whether or not you participated in the 2009 survey, your input is
requested because each of us will be impacted by the actions chosen.

Carlotta
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIP (25)

TOCWE RS
FIE R R I N

MIfT INTERN-TOINAL 3URaVEY RESEARCHl

vs. HEADQUARTERS OVERALL (2534)

Top 10 Differences From Benchmark

14c. I am frequently concerned about the following: Frequent changes
of my immediate supervisor (N)

The folowing do an excellent job of keeping employees informed
60b. about rnatters affecting the Agency: My officeiregion

management

In your judgment, with all things considered, how good a job is
80d. officeiregion management doing in hamndlig the following:

Comrmunicating with people

Priorities or work objectives are changed so frequently. I have
troutle getting my work done. (N)

89. How satisfied are you with the information you receive from your
officeiregion management?

Tot Fav
Total

Unfavor-
able

13 0

4 0

Ieat Gpav
Very GooX3d D

Very Don't
Poor KnowAdequate

4

Tot Fav

8

Total
Unfavor-

4

Total Favorable Diff ? able

1-]8 4 12
Neither

Satisfied
Tot Fav Nor Dis- Total Dis-

Total Satisfied Diff satisfied satisfied

Sal _16 8

Tot Fav Sometim
oiff es

4

Very
Often/
Often

Don't
KnowlNo
OpinionRa re lyNever

91a. How often do the following interfere with your attending training
for your current job:. My personal workload (N)

F616

In the current work climate, I am frequently afraid to make a
mistake, no matter how insignificant (N)

In my experience, there is good cooperation between:
Headquarters and my [the] region[s]

47. Employees are positively recognized for raising differing views.

Tot Fav
Total Favorable Diff

15

-e E15

14

20 32

Total
Unifavor-

? able

4

0 16

16 4

23

Neither
fective

nor

Tot Fav Ineffectiv
Diff e

5

Total In- No
effective OpinionTotal Effective

How effective are the following at enhancing internal
communications: NRC Reporter

(N) indicates Disagreeing' is the Favorable Response

841
14

8 0 8

0 25 50 75 'a0 * indicates a statisticaly sigrificant difference
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIP (25)

TOWERS
PERRIN S R
I!1f INrERNATIONAL SURVEY RESEARCHt

vs. HEADQUARTERS OVERALL (2534)

Bottom 10 Differences From Benchmark

Employees are treated with respect at the NRC, regardless of
ther job.

Tot Fay
Diff

Total
Unfavor-

7 ableTotal Favorable
II

E 16

20

Neither
Effective

nor
Tot Fav Ineffectiv

Diff e
Total In- No
effective OpinionTotal Effective

How effective are the following at enhancing Internal
communications: Officeregion websites

How effective are the following at enhancing Internal
communications: EMO Updates

13. In my experience, all NRC employees are held to the same
standards of ethical behavior.

48a. In my judgment, the following are well managed: My work unit

17a. I am aware of the following methods to raise a concern: The Non-
Concurrence Process

The training I have received from the NRC has adequately
prepared me for the work I do.

69. My work schedule allows sufficient flexibility to meet my

personailamily needs.

19. My work unit is well organIzed.

In my experience with the NRC, high-quality performance is
usually recognized.

-19 28 4 28

24 12 12-16

Tot Fay
Duff

Total
Unfavor-

7 ableTotal Favorable

-14 8 33

-14 12 20

-13 17 17

-13 16 16

-12 8 16

-11 13 21

-11 i1 16

0 25 50 75 100 * Indicates a statistcaily significant difference



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIP (25)

TOWERS

PERRIN

1291 INTERNATIONAL SURVEY RESEARCH

vs. HEADQUARTERS OVERALL (2534)

Category 4: Working Relationships

4,. Employees are treated with respect at the NRC, regardless of their job.
Total

Unfavor-
? ableTotal Favorable

A

B

Differences From Benchmark

-22 16

5.

20

9

0 25 50 75 100 -30 -20 -10 0 10 20

Red/Green Difference Bars are
statistically significant

30

"indicates a statisticafy significant

difference

I A. OIP (25) E B. IfADQUARTBM OVBEALL (2534)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIP (25)

TOWERS

PERRIN

IN qf INTERNATIONAL SURVEY RESEARCH

vs. HEADQUARTERS OVERALL (2534)

Category 14: Organizational Change

14c. I am frequentlyconcerned about the following: Frequent changes of mynimmediate supervisor (N)
Total

Unfavor-
? ableTotal Favorable

A

B

Differences From Benchnurk

•L30

13

11

0

31 *

0 25 50

(N) indicates "Disagreeing'is the Favorable Response

75 100 -50 -25 0 25

Red/Green Difference Bars are
statistically significant

50

* indicates a statisticaly significant

difference

I A. OIP (25) * EL IfA[ROARTIS OVERALL (2534)



)Barnes, Robin

From:
Sent:
To:
Subject:

Coates, Carlotta
Monday, February 01, 2010 1:45 PM
OIP Distribution
Opportunity to Serve on OIP Safety Culture Survey Focus Group Panel

Colleagues,

Thank you again to those of you who participated in the NRC Internal Safety Culture Survey last spring and to
those who provided valuable feedback on the survey results last week. The high response rate for our office is
encouraging, and I would like to use what we have learned as an office and as an agency to further explore
ways we may improve our office.

In order to provide additional feedback, there is an opportunity available for individuals to serve on the new OIP
Safety Culture Focus Group Panel. This position will provide staff with an excellent opportunity to broaden and
sharpen their analytic and communications skills while helping implement actions that will improve our work
environment in 0IP. If interested, please send me an e-mail by close of business on Friday, February
5th. This effort will help facilitate a more open and collaborative work environment by developing an action
plan for building on the areas in which our organization is performing well, and seeking improvement where we
have room for improvement.

An action plan, including an implementation schedule is due to senior management by February 22nd.

Carlotta



Barnes, Robin

From: Coates, Carlotta
Sent: Monday, February 01, 2010 2:04 PM

To: Schroer, Suzanne
Subject: RE: Opportunity to Serve on OIP Safety Culture Survey Focus Group Panel

Great!

From: Schroer, Suzanne
Sent: Monday, February 01, 2010 1:47 PM
To: Coates, Carlotta
Subject: RE: Opportunity to Serve on OIP Safety Culture Survey Focus Group Panel

Carlotta,

I'm not sure if/how much I would be able to help, but if you would like a somewhat-uninformed perspective, I
would be happy to help.

Thanks!
Suzanne

From: Coates, Carlotta
Sent: Monday, February 01, 2010 1:45 PM
To: OIP Distribution
Subject: Opportunity to Serve on OIP Safety Culture Survey Focus Group Panel

Colleagues,

Thank you again to those of you who participated in the NRC Internal Safety Culture Survey last spring and to
those who provided valuable feedback on the survey results last week. The high response rate for our office is
encouraging, and I would like to use what we have learned as an office and as an agency to further explore
ways we may improve our office.

In order to provide additional feedback, there is an opportunity available for individuals to serve on the new OIP
Safety Culture Focus Group Panel. This position will provide staff with an excellent opportunity to broaden and
sharpen their analytic and communications skills while helping implement actions that will improve our work
environment in OlP. If interested, please send me an e-mail by close of business on Friday, February
5th. This effort will help facilitate a more open and collaborative work environment by developing an action
plan for building on the areas in which our organization is performing well, and seeking improvement where we
have room for improvement.

An action plan, including an implementation schedule is due to senior management by February 22nd.

Carlotta

I



Barnes, Robin f 41ý,l
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From: Coates, Carlotta
Sent: Tuesday, February 02, 2010 9:26 AM
To: Schroer, Suzanne
Subject: Participation on the Focus Panel

Good morning Suzanne,

When you get back from training - let's discuss what I'd like you to do.

Carlo tta

I



" Action item was assigned to the Office of International Programs (OIP) to provide the
Executive Director of Operations an office specific action plan for the 2009 OIG safety
culture/climate survey.

* Meeting held with the Agency's Safety Culture Program Manager to discuss the
interpretation of the survey results.

* The OIP staff was given the results from the 2009 OIG Safety Culture and Climate
Survey. The staff was asked to provide input on the results and share their areas of
concern.

* Volunteers were sought to participate in the OIP Safety Culture Working Group.
* The first meeting of the working group was held, and the group discussed the underlying

causes of the survey results.
o Meeting held with all Office Safety Culture Contacts regarding Agency-wide focus

groups and the March Commission briefing on safety culture.
" Working group meeting held to formulate the action plan for the Office.
* Working group meeting held to finalize the action plan for the Office. (See Attachments

2, 3, and 4.)
" Meeting held with OD and DOD to discuss action plan for the Office.
* Continuous monitoring of Office's areas of strengths and challenges to augment its

communication strategies and best practices to immediately and positively impact its
Safety Culture and Climate, and processes.



ABarnes, Robin

From:
Sent:
To:
Subject:

Coates, Carlotta
Tuesday, February 16, 2010 6:02 PM
Schroer, Suzanne
Re: Rough Draft Suggestions

Follow up
Completed

Follow Up Flag:
Flag Status:

Let's discuss on wed

From: Schroer, Suzanne
To: Coates, Carlotta
Sent: Tue Feb 16 17:15:41 2010
Subject: RE: Rough Draft Suggestions

Carlotta,

I was just following up on the survey suggestions. Did you have anything you wanted me to add/change?

Also, I know the original deadline for suggestions to management was next Monday. Was that pushed back
because of the snow?

Hope you're having a good evening,
Suzanne

From: Schroer, Suzanne
Sent: Thursday, February 04, 2010 4:26 PM
To: Coates, Carlotta
Subject: Rough Draft Suggestions

Carlotta,

Attached is a rough draft of the suggestion sheet I created. For questions that we did not receive any helpful
comments on, I just put a blanket statement. That way we can either delete or add to it later.

Let me know what you think.

Thanks!
Suzanne

I
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Priorities or work objectives are changed so frequently, I have
trouble getting my work done (N)

14c I am frequently concerned about the following: Frequent changes of
my immediate supervisor (N)

In my experience, there is good cooperation between: Headquarters
and my [the] regions(s)

47 Employees are positively recognized for raising differing views.

59 In the current work climate, I am frequently afraid to make a
mistake, no matter how insignificant (N)

60b The following do an excellent job of keeping employees informed
about matters affecting the Agency: My office/region management.

In your judgment, with all things considered, how good a job is
80d office/region management doing handling the following:

Communicating with people

How effective are the following at enhancing internal
communications: NRC reporter

How satisfied are you with the information you receive from your
office management

The attrition in this office is very, very low compared to other offices. Totally
makes sense, as I have already seen several significant changes in my
branch in NRO (within less than 6 months).

Top 3; Bottom 3; I agree with this category.

I am never afraid to make mistakes, but I don't really have to worry about it
because I'm perfect.
Top 3
The morning stand-ups keep everyone in the office apprised of what's
happening at the agency. In NRO, I only get updates about matters specific
to my technical area, and sometimes, those are delayed in communication. I
think the stand-ups are very informative (although, sometimes it may be
more efficient to have a daily email).
I think our office does a great job of communicating what is going on in the
rest of the agency via morning stand-up. Our office does a much poorer job
communicating what is going on in the office (rotational opportunities, new
staff, job postings, tasking responsibilities, etc.). However, our office
management does make itself accessible to the staff, which is part of the
benefit of OIP being a small office but also a reflection on the character of
the managers.
0/P does a good job at communicating what is going on at the Commission-
level; however, fall short of communicating what is going on within OIP -i.e.,
rotations within the office, new people coming on board, etc. Management
does not communicate sensitive issues directly to the staff member involved
with the
Top 3
Everyone in the office is (or at least appears to be) completely open to
assisting each other. I have never felt as if someone wouldn't help me. I think
this speaks to the high quality of staff in the office.

I think the front office does a great job informing the office what is going
agency-wide through the morning stand-up meetings.
Top 3



How often do the following interfere with your attending training for91 a
your current job: My personal workload (N)

4 Employees are treated with respect at the NRC, regardless of their
job.

The training I have received from the NRC has adequately prepared
me for the work I do

In my experience with the NRC, high-quality performance is usually
recognized

13 In my experience, all NRC employees are held to the same
standards of ethical behavior.

I am aware of the following methods to raise a concern: the Non-Concurrence process

19 My work unit is well organized

48a In my judgment, the following are well managed: My work unit

Coming back from training after being gone a week, I have a significant
amount of work to catch up, even though I was checking email and
accessible while away. I'm not sure how to counter this problem.
Bottom 3
My personal workload DOES often impede my ability to take training. There
have been several examples of training I want to take that is only offered in
September (right near the General Conference) when I can't get away from
the office. Then I get dinged on my appraisal for not having taken enough
training.
I haven't had an issue with this. If we want to "reward" people better, maybe
OIP can do an 'Employee of the Month or Quarter,' which could be put on
the wall or NRC Reporter to increase recognition.
Lower-graded staff feels that they are held at a different standard than the
higher-graded staff- i.e., when administrative support staff is going to be
late/out, an OIP distribution email is sent out but an email is not sent out for
professional staff.
I'm not exactly sure why this is so low comparatively. I haven't had an
experience with this so far. The only thing I can think of, is that it seems to
me, other parts of the agency are more trusting of each other. That is, it is
expected you could conquer the world unless you prove otherwise. In this
office, it seems like you have to prove yourself in some way before you are
aiven resoonsibilitv.
I think desk officers need more "diplomatic" training; I know Charlotte is
working on a 'qual' program, which should probably solve this problem.
I take issue with this category.

I take issue with this category.

I have no idea what the non-concurrence process entails.

Bottom 3
I take issue with this category.

There is no clearly designated back-up for each position in lOB. Branch
Chiefs are too reactive!
Top 3; Bottom 3
I think this office is very flexible in allowing people to work when they
want/need to.

t IMy work schedule allows sufficient flexibility to meet my I agree with this category; Bottom 3



personal/family needs f think this office is EXTREMELY supportive of a work-life balance and
flexibility to meet family needs and obligations. I have been very grateful for
that this year.
I think OIP's website needs a significant improvement so it is brought up to
par with the rest of the agency's office website; OIP should also look into
ising SharePoint for sharing information agency wide.

+

88c
How effective are the following at enhancing internal
communications: Office/region websites

The OIP website needs an overhaul: need to showcase "what is going on."
Some suggestions for inclusion: Faces of OIP staff, "Employee of the
Quarter' Recipient (picture and write-up of why the employee received the
award), rotational assignees picture and short bio.
Top 3

I think that this speaks to the very low quality of the office's website. It looks
like it hasn't been updated in quite some time (see
http:llwww.internal.nrc.gov/lIP/0IPRoster.pdf or
http://www.internal.nrc.gov/lIP/oiporg.pdf for some examples). It also does
not contain very much information for the office staff. It is mostly comprised
of links to external websites. Other offices are updated at least weekly. I think
that this has something to do with the small size of the office. The website is
not a priority because you could just go ask the person down the hall. In
larger offices, you might have to go to another building to get your question
answered (and 30 people may have the same question that you do), so
putting it on the website is very convenient.

Bottom 3

88e How effective are the following at enhancing internal
communications: EDO Updates

I think that this is because OIP is a Commission office, not an EDO office.
Also, most (if not all) of the information in the updates have already been
communicated to the staff through the morninci stand-up.
I think EDO updates have been more useful since Bill Borchardt became
EDO.

- i U - m



5-
Barnes. Robin

From: Coates, Carlotta
Sent: Friday, February 19, 2010 6:05 PM
To: Schroer, Suzanne
Subject: Re: Top Concerns.doc

Great most can meet mon before noon. Go ahead and send out. You did a great job!

From: Schroer, Suzanne
To: Coates, Carlotta
Sent: Fri Feb 19 18:03:20 2010
Subject: RE: Top Concerns.doc

Yeah, for sure; I just didn't know if that would give them enough time to review the doc.

From: Coates, Carlotta
Sent: Friday, February 19, 2010 6:03 PM
To: Schroer, Suzanne
Subject: Re: Top Concerns.doc

Are you available to meet w the group on mon morn?

From: Schroer, Suzanne
To: Coates, Carlotta
Sent: Fri Feb 19 18:00:05 2010
Subject: RE: Top Concerns.doc

Carlotta,

Here is the latest. Also, below I have put a "sample" email for you (or I) to send out to the focus group.

Let me know if you have any questions.

Thanks!
Suzanne

Subject: Safety Culture Focus Group

If you are receiving this email, then you have indicated that you would like to serve on the Safety Culture Survey Focus
Group. We would like to have a meeting tomorrow (Tuesday) at 11:30 in the conference room.

If you could please review the attachment and be ready to bring suggestions/comments to the meeting. If you are unable
to make the meeting, please send your comments to Suzanne by 10:30 tomorrow morning.

Please remember that this information should not be discussed outside of the focus group.

Thank you,
Carlotta

/ ý U
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Barnes, Robin

From: Smiroldo, Elizabeth
Sent: Tuesday, February 23, 2010 3:20 PM
To: Coates, Carlotta; Smith, Brooke
Cc: Schroer, Suzanne
Subject: RE: Cultural Survey

Hi, Carlotta,

What I took away from our meeting was that we decided to take three top priorities (a few of which were
fashioned from items on the list that we combined) and list some ways we think that weaknesses can be
addressed. I think from the above average items, I'd focus on internal communication (esp between
management and non-management) as an area that could use continuous improvement, drawing from
strengths we already have.

Is this what we decided to do? I felt like I knew what was going on at the end of the meeting, but now I am
confused!
Thanks,
Elizabeth

From: Coates, Carlotta
Sent: Tuesday, February 23, 2010 11:22 AM
To: Smith, Brooke; Smiroldo, Elizabeth
Subject: Cultural Survey

Which item number are we reviewing?

Carlotta Coates
International Program Manager
Office of International Programs
U.S. Nuclear Regulatory Commission
Ca rlotta.Coates@ nrc.gov
(301) 415-1787



Barnes, Robin

From:
Sent:
To:
Subject:
Attachments:

Coates, Carlotta
Monday, March 01, 2010 12:39 PM
Schroer, Suzanne
2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY.doc
2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY.doc

1
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR OIP

ACTION FOR: Office of International Programs

KEY AREA FOR IMPROVEMENT:

SUMMARY OF SURVEY RESULTS:

OBJECTIVE/MILESTONE:

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources

Date Date Date Assigned To Needed

1. Action Plans for the 2009 OIG Safety Culture and 10/09 10/09 10/09
Climate Survey Results

2. Presentation of Survey Results to OIP Staff to Solicit
Feedback

3. Feedback from 0IP Staff

4. Analyze

5. Call for Focus Group Members
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Barnes, Robin

From: Coates, Carlotta
Sent: Tuesday, March 02, 2010 8:52 AM

To: Schroer, Suzanne

Subject: For the timeline

For the timeline.....

On December 17th, action item assigned to OIP to provide EDO an action plan for 2009 OIG safety
culture/climate survey. On January 14th, members of the International Operations Branch (Barnes, Coates,
McDevitt) met with the Agency's Safety Culture Program Manager to discuss how to interpret the survey
results.

Carlotta Coates
International Program Manager
Office of International Programs
U.S. Nuclear Regulatory Commission
Carlotta.Coates@nrc.gov
(301) 415-1787



OIP Safety Culture and Climate Survey Working Group Report

The NRC's Office of the Inspector General (OIG) conducted a safety culture and
climate survey of approximately 4,000 employees in the spring of 2009. Following the
results of this survey, OIG implemented an initiative to research the results of the
survey. Through this research initiative, the NRC's OIG would like to:

* Measure NRC's safety culture and climate to identify areas of strength and opportunities
for improvement.

* Compare the results of this survey against the survey results that OIG reported
previously.

* Provide, where practical, benchmarks for the qualitative and quantitative findings against
other similar organizations.

Safety Culture and Climate Survey Timeline

Date Action Participants
Action item was assigned to the Office of
International Programs (OIP) to provide the
Executive Director of Operations an office
specific action plan for the 2009 OIG safety

12/17/2009 culture/climate survey. N/A
Meeting held with the Agency's Safety Culture
Program Manager to discuss the interpretation

1/14/2010 of the survey results. Barnes, Coates, McDevitt
The OIP staff was given the results from the
2009 OIG Safety Culture and Climate Survey.
The staff was asked to provide input on the

1/21/2010 results and share their areas of concern. OIP Staff
Volunteers were sought to participate in the

2/01/2010 OIP Safety Culture Working Group. Coates
The first meeting of the working group was
held, and the group discussed the underlying Coates, Schroer, Smith,

2/22/2010 causes of the survey results. Smiroldo, Stahl
Meeting held with all Office Safety Culture
Contacts regarding Agency-wide focus groups
and the March Commission briefing on safety

2/24/2010 culture. Coates, Schroer
2/26/2010 & Working group meeting held to formulate the Coates, Schroer, Smith,

3/01/2010 action plan for the Office. Smiroldo, Stahl
Working group meeting held to finalize the
action plan for the Office. (See Attachments 2, Coates, Schroer, Smith,

3/02/2010 3, and 4.) Smiroldo, Stahl
Meeting held with OD and DOD to discuss Coates, Dembek, Doane,

3/04/2010 action plan for the Office. Moore, Schroer
Continuous monitoring of Office's areas of
strengths and challenges to augment its

Scheduled communication strategies and best practices to
for immediately and positively impact its Safety

4/01/2010 Culture and Climate, and processes. Working Group Members



Attachment 1: Abbreviations and Acronyms
Attachment 2: OIP Action Plan: Items Below Agency Average
Attachment 3: OIP Action Plan: Items Above Agency Average
Attachment 4: Safety Culture and Climate Survey Question Details



ATTACHMENT I

Abbreviations and Acronyms

BC: Branch Chief

D/OD: Deputy Office Director

GC: International Atomic Energy Agency General Conference

IDP: Individual Development Plan

lOB: International Operations Branch

NRC: Nuclear Regulatory Commission

OIP: Office of International Programs

OPRA: OIP Peer Recognition Award

RIC: Regulatory Information Conference



ATTACHMENT 2

OIP Safety Culture and Climate Survey Office ACtion Plan: Below Agency Average

Objective: Increase usability for OIP Website. Addresses question I of Attachment 4.

Action Steps Target Start Date Target End Date Responsibility Resources Needed

Post OIP Mission Statement 3/8/2010 3/12/2010 Cal Breskovic None

One designated person Rotational Staff, Internships
"Adopt-a-webpage" program 3/1/2010 3/15/2010 from each branch and Co-ops

Create "Faces of OIP" 3/1/2010 3/15/2010 Cal Breskovic New employees

Create/update Office
SharePoint Portal 3/1/2010 Ongoing Cal Breskovic All Staff

Rotational Staff, Internships
Implement "Country of the and Co-ops; occasionally
Month" feature on website 4/1/2010 Ongoing Desk Officers Desk Officers

Post Arrangement Signing Rotational Staff, Internships
Ceremonies 4/1/2010 Ongoing Cindy Rosales-Cooper and Co-ops

Post current foreign Rotational Staff, Internships
assignees at the NRC 3/15/2010 Ongoing Mary Carter and Co-ops

Occasional staff, Rotational
One designated person Staff, Internships and Co-

Maintain Webpages 3/1/2010 Ongoing from each branch ops

Rotational Staff, Internships
Post OPRA Awards 4/1/2010 Quarterly Joan McDevitt and Co-ops

This Action Plan will address the area of Communication.



Improve communications within the Office. Addresses questions 2, 3, 4, 5,
Objective: and 6 of Attachment 4.

Target Start Target End Resources
Action Steps Date Date Responsibility Needed

OD and DOD speak with BCs about having
open and direct communication with staff 3/15/2010 Ongoing OD, DOD, BCs None

OD and DOD discuss T&L implementation
policies used in each branch with BC, and Quarterly or as

ensure they are aware of staff concerns 3/15/2010 needed OD, DOD, BCs None

OD and DOD discuss NewFlex changes
with BCs to ensure they are aware of what

is expected of employees using the system 1/5/2010 Ongoing OD, DOD, BCs None

Require staff with planned leave to
communicate with their back-ups and BCs

at least one week before leave occurs 1/5/2010 Ongoing All staff None
Encourage staff to engage regularly with

their back-ups and work as a team 3/15/2010 Ongoing All staff None
Establish back-ups for lOB 3/15/2010 4/30/2010 BC of lOB None

Present Non-Concurrence Pamphlet to
office during a morning stand-up 3/15/2010 3/18/2010 lOB None

Create separate shared calendars for each
branch. The new calendars will utilize color- One designated

coding and will be updated daily or as person from each
necessary. 4/1/2010 Ongoing branch Minimal

This Action Plan will address the areas of: Working Relationships, NRC Image, Open, Collaborative Working
Environment, Clarity of Responsibilities, and Workload and Support.



Objective: Improve training guidance within the Office. Addresses question 7 of Attachment 4.

Action Steps Target Start Date Target End Date Responsibility Resources Needed

Create and implement a
qualification program for all three

branches 3/15/2010 5/1/2010 BCs BCs time

Create a standard operating
procedure for each branch and Junior-level employees

large events the office to write procedures;
participates in (i.e., the RIC and senior employees to

GC). 3/15/2010 5/1/2010 review None

Establish a "docent" for each
new employee to be used during
the first 30 days on the job. The

default will be the newest
employee in each branch and a
different staff member than the
person providing training. This

may be changed on a case-by-
case basis. 4/1/2010 Ongoing BCs Minimal

BCs will commit to encourage
the creation of IDPs with all

employees during mid-year and
annual performance reviews and

any other time that is OD, DOD, BCs,
appropriate. 4/2010 (mid-year review) Ongoing and staff None

This Action Plan will address the area of Training and Development.



Objective: Improve recognition of high-quality performance. Addresses question 8 of Attachment 4.

Action Steps Target Start Date Target End Date Responsibility Resources Needed

Include OPRA recipients in
the NRC Reporter 4/1/2010 Quarterly lOB None

Improve Annual Awards
Recognition 10/1/2010 Annually DOD, BC None

Have a photographer present
for all award presentations 4/1/2010 Quarterly lOB None

Create a plaque or equivalent
to keep a running track of

OPRA recipients that will be
displayed in the front office

area 4/1/2010 Quarterly lOB $100 - $200
This Action Plan will address the area of Performance Management.



ATTACHMENT 3

QIP Safety Culture and Climate Survey Office Action Plan: Above Agency Average

Objective: Continue Office communication. This addresses questions 9 and 10 of Attachment 4.

Action Steps Target Start Date Target End Date Responsibility Resources Needed

Continue to raise
awareness of Differing
Professional Opinions

(DPO) program by having
DPO coordinator speak at

a morning stand-up 3/2/2010 Ongoing Diversity Coordinator None

Encourage collaborative
work environment, back-

up engagement, and
team-work within each

branch. 3/2/2010 Ongoing BCs None
This Action Plan will address the areas of Open, Collaborative Working Environment and Empowerment.



Continue Office management communication with staff. This addresses questions 11, 12, and 13 of
Objective: Attachment 4.

Action Steps Target Start Date Target End Date Responsibility Resources Needed

Continue morning stand-
ups 3/2/2010 Ongoing All staff None

Continue open-door
policy for OD and DOD 3/2/2010 Ongoing OD, DOD None

This Action Plan will address the areas of Communication and Management Leadership.



ATTACHMENT 4

Safety Culture and Climate Survey Question Details

1. Q88c. How effective are the following at enhancing internal communications:
Office/region websites?

2. Q4. Employees are treated with respect at the NRC, regardless of their job.

3. Q13. In my experience, all employees are held to the same standards of ethical
behavior.

4. Q17a. I am aware of the following methods to raise a concern: the Non-Concurrence
process.

5. Q19. My work unit is well organized.

6. Q69. My work schedule allows sufficient flexibility to meet my personal/family needs.

7. Q8. The training I have received from the NRC has adequately prepared me for the work
I do.

8. Q9. In my experience with the NRC, high-quality performance is usually recognized.

9. Q47. Employees are positively recognized for raising differing views.

10. Q59. In the current work climate, I am frequently afraid to make a mistake, no matter
how insignificant.

11. Q60b. The following do an excellent job of keeping employees informed about matters
affecting the Agency: My office/region management.

12. Q80d. In your judgment, with all things considered, how good a job is office/region
management doing handling the following: Communicating with people?

13. Q89. How satisfied are you with the information you receive from your office
management?
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Barnes, Robin

From:
Sent:
To:
Cc:
Subject:

Doane, Margaret
Wednesday, March 24, 2010 7:08 PM
Dembek, Stephen
Coates, Carlotta; Schroer, Suzanne
FW: Greetings and Follow up

Steve,
I was bragging about the excellent job that Carlotta and Suzanne did in looking into our OIG Survey results. If I
arranged a meeting of small offices would you guys be willing to give them a presentation. You don't have to
give the personal feedback from our office, but just the methodology we used to gather the inforamation and
and the fixes that we are doing. Offices include 0I, OE, SBCR, SECY, OPA, OCA, etc. If you guys have
reservations, I could give a presentation but I think it would be much better coming from our staff.
Margie

With thanks and regards,
Cheryl

ChierylL. 9McCrary
Director
Office of Investigations
U.S. Nuclear Regulatory Commission
301-415-2373 office
301-415-2370 fax

/\kA
I



'A /0
Barnes, Robin

From:
Sent:
To:
Subject:
Attachments:

Coates, Carlotta
Monday, March 29, 2010 12:10 PM
Schroer, Suzanne
Draft.dloc
Draft.doc
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Approach to identifying areas of strengths and opportunities

o Reviewed survey results

- this was done by the diversity coordinator and program assistants

o staff was given the results and asked to provide input on results and to share
their areas of concern

- reason for giving the results to staff - it had been almost a year and the
landscape of the office had changed and the thought being perhaps the
"feelings" had changed also

o Comments were evaluated and drafted in a way that would not identify the
individual

- an employee who was very new to the office analyzed the initial

comments

o OIP Safety Cultural Working group formed

- volunteers were sought to participate

o Working Group consisted of members form each of the 3 branches

- this included individuals who had xxxxxxx

o working group met to formulate an action plan and path forward

o working group to meet bi-monthly to monitor office's areas of strengths and
challenges to xxxxx
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Barnes, Robin

From: Coates, Carlotta
Sent: Thursday, April 01, 2010 8:29 AM
To: Schroer, Suzanne
Subject: RE: Update

No attachment?

From: Schroer, Suzanne
Sent: Thursday, April 01, 2010 8:28 AM
To: Coates, Carlotta
Subject: RE: Update

I inserted the percentage, and added the ticket information on the "wrapping-up" slide.

Suzanne

From: Coates, Carlotta
Sent: Wednesday, March 31, 2010 3:59 PM
To: Schroer, Suzanne
Subject: Re: Update

Suzanne,

I believe we've captured our methodology. 71 percent (25 out of 35) employees completed the survey. Should we make
another mention that ALL follow-up items are now on the OIP action ticket items? Most will be added tomorrow.

From: Schroer, Suzanne
To: Coates, Carlotta
Sent: Wed Mar 31 11:59:05 2010
Subject: Update

Carlotta,

Here is the updated version of the slides. I didn't, however, know what percentage of the 0IP staff had
completed the survey (just that 25 people had). Right now it's included as XX%.

Let me know if you have any questions.

Thanks!
Suzanne

/ \YC
I



Office of International Programs'
Safety Culture Survey

The process for identifying our strengths and
weakness (and solutions to our challenges!)

I



Outline
ý First Steps
ý Analyzing Comments

OIP Working Group
Formulating an Action Plan

ý Wrapping-up
ý Summary

2



First Steps

i Reviewed results
- Diversity Coordinator and Program

Assistants/Management Analysts

ý Results distributed to staff
o Staff was asked to provide input on the results and

share their areas of concern

We gave results to the staff for a couple reasons. The survey had been completed
almost a year ago, and the Office had change drastically in that time. We had added a
new branch, had employees retire, and gained additional staff. Although, 71% of the
Office had completed the survey, we wanted to assess the feelings of the Office now.

3



Analyzing staff's comments

ý Compiled by who made the comment
o Identities kept confidential

o Given to new employee
o Compiled by question groups

o All comments were included

o Unclear comments were clarified by questions sent
by the diversity coordinator

The first step in analyzing the staff's comments was compiling them according to who
had made the comment. Then, we had an employee who was very new to the Office
analyze the initial comments. This was an important step because she was not yet
familiar enough with the staff to recognize personalities simply from the comments
alone. The comments were then compiled according to the question that they
addressed. All comments were included. Even comments that disagreed with the
survey rating, that is had problems with one of our areas of strength, we still tried to
address them. A "high" survey rating does not mean that there is no area to improve
upon. We should all be striving for excellence. Questions about comments (for
example, 14c.-disagree) were routed through the diversity coordinator for clarity. We
wanted to keep the staff as anonymous as possible, so only the coordinator was
allowed to know the comment's originator.
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QIP Working Group

ý Volunteers were sought to participate in an
OIP Safety Culture Working Group

ý All staff welcomed
ý Wanted a cross-section
ý Will continue to meet

We decided that the best approach for coming up with a path forward would be to
engage the staff. We invited everyone, not including management, to be a part of the
group. We wanted to ensure that we were able to capture views from all aspects, so
we aimed for a cross-section of the Office. We ended up having people representing all
branches of the office, newer employees, and senior employees, which we felt
represented a majority of the staff. This group will continue to meet bi-monthly to
monitor the Office's progress. We felt that this team will allow us to continually
improve the Office. This allows us to really utilize the survey results, rather than simply
creating a plan without any thought to implementation.
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Formulating the action plan

Several meetings of the Working Group
Initial meeting to discuss comments

o Meeting focused on challenge areas
o Meeting focused on areas of strength

Final meeting focused on details

Grouped questions into categories
Formal action plan did not identify specific
staff
Included start dates, end dates, responsible
party, and potential resources needed

The action plan was created by the working group. Not only did this allow more of the
staff to be involved, but it also distributed the work, rather than having one person
responsible. The initial meeting of the working group was simply to discuss the
comments received by the staff. The discussion was guided toward understanding the
root cause of the ratings. This included identifying areas that may no longer be
challenges and/or strengths, especially those that may have been addressed in the
Office reorganization. We then had separate meetings to focus on the strengths and
weaknesses, with a final meeting to focus on the details of the action plan, such as the
start/end dates. During these meetings, the group realized that in some cases, several
questions could be linked to the same root cause. So, in the action plan, we grouped
these questions together into broad categories such as communications. In the final
version of the action plan, the group made sure that specific staff was not identified.
We did not want to place the proverbial target on anyone's back. For example,
although the group may have discussed how administrative staff may have more issues
with a certain question, they were not mentioned on the formal action plan. The action
plan included realistic start and end dates. While some projects were listed as ongoing,
it was important to identify those that truly needed an end date. We wanted to ensure
that the items would be addressed, rather than sitting on the shelf. The action plan
also identified which OPM areas the question was addressing.
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Wrapping-up

Final action plan presented to Office Director
and Deputy Office Director
Distributed to branch chiefs
Implemented some steps immediately
Action Items entered into OIP Ticket System
Communication is key

Once the final action plan was complete, it was presented to the OD and DOD, as well
as distributed to the branch chiefs. The working group wanted to ensure that all
management understood the issues the action plan was addressing. We organized our
results into areas of strengths and weaknesses to clearly delineate which areas we
needed to focus on, as well as which areas we need to maintain. For items that were
"quick fixes" we implemented immediately. Let me clarify that there were no
categories that were all quick fixes, only action steps within categories. The remaining
action items were entered into our ticket system, so that both staff and management
would be held accountable. The working group did notice that many of the problems
for the Office centered around communication. We must continually be working to
improve in this area. As an example, even though our management has an open door
policy, sometimes they must take measures to ensure the entirety of the staff feels
comfortable utilizing it. This may include scheduling one-on-one meetings with staff
members, or simply announcing their availability frequently.
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Summary

Engage staff
Consider Office climate when survey was
conducted
Utilize new staff's objectivity
Communicate with management
Follow-up
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Barnes, Robin

From:
Sent:
To:
Subject:
Attachments:

Coates, Carlotta
Wednesday, May 12, 2010 8:55 AM
Schroer, Suzanne
Invite to Directors.docx
Invite to Directors.docx

Good morning Suzanne,

Thanks for the comment about "another action plan". After reading the memo, it appeared that we would be
developing another action plan - which is really not the case. I've re-worded the memo.

Are you available on June 3 rd.

1



MEMORANDUM TO: Rebecca L. Schmidt, Director
Office of Congressional Affairs

Brooke D. Poole, Director
Office of Commission Appellate Adjudication

Jim Dyer, Chief Financial Officer
Office of the Chief Financial Office

Stephen G. Burns, General Counsel
Office of the General Counsel

Eliot B. Brenner, Director
Office of Public Affairs

Annette L. Vietti-Cook, Secretary
Secretary of the Commission

FROM: Margaret M. Doane, Director
Office of International Programs

SUBJECT: INVITATION TO PARTICIPATE IN A BRIEFING AND
DISCUSSION REGARDING THE OFFICE OF INTERNATIONAL
PROGRAMS APPROACH TO THE MOST RECENT SAFETY
CULTURE SURVEY

The Office of International Programs (OIP) invites you and/or others in your organization to
participate in a meeting on OIP's approach to the 2009 Safety Cultural and Climate Survey.
The purpose of this meeting is to share OIP's strategy with the other Commission-level offices
on the methodology OIP used to analyze data from the Survey results. The meeting will be held
at 11:00 a.m. on June 3, 2010, in conference room O-16B4.

As you are aware, the focus of the 2009 Senior Leadership Meeting was internal safety culture,
which included how to move forward with the safety results. I believe that this meeting will
result in a better understanding of both our challenges and opportunities and allow us to create
a path forward to assist in charting future steps. Most importantly, this is an opportunity to
communicate directly with Commission-offices on issues of mutual concern.

I look forward to this opportunity.
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Office of International Programs' Cultural Focus Group
Bi-Monthly Meeting

May 17, 2010

" Follow-up on Implementation

- Presentation to Office Director
- Management Acceptance
- Submitting Report to OE

" Status of Action Items

" New Considerations

- New Items -

- Adjustments to Action Items

" Path Forward

- Presentation to Commission Offices
- Group Picture on Diversity SharePoint page

" Next Scheduled Meeting

- Mid July
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Above the Agency average

1. Q7. Priorities or work objective are changed so frequently, I have trouble getting my work
done.

The focus group determined that OIP rated well in this category because management clearly defines
what staff should be prioritizing. In order to continue doing well in this category, OIP management
plans to continue directing staff on what items should be high priority.

2. Q14c. am frequently concerned about the following: Frequent changes of my immediate
supervisor.

The focus group determined that OIP rated well in this category because of the high attrition of
management.

3. Q22c. In my experience, there is good cooperation between: Headquarters and my [the]
region(s).

The focus group determined that OIP rated well in this category because the OIP staff takes the
initiative to contact the regions. In order to continue doing well in this category, OIP plans to continue
to initiate necessary contacts with the regional staff.

4. Q47. Employees are positively recognized for raising differing views.
The focus group determined that OIP rated well in this category because of . In order to continue
doing well in this category, OIP plans to __

5. Q59. In the current work climate, I am frequently afraid to make a mistake, no matter how
insignificant (N)

The focus group determined that OIP rated well in this category because of the management's
open-door policy. In order to continue doing well in this category, OIP management plans to continue
to inform the staff of their openness, particularly during morning stand-ups.

6. Q60b. The following do an excellent job of keeping employees informed about matters
affecting the Agency: My office/region management.

Based on comments received following the survey, OIP rated well in this category because of the
morning stand-ups the Office holds. At this time, the Office Director and/or Deputy Director inform the
office of information that was discussed earlier that morning with the Chairman. In order to continue
doing well in this category, OIP plans to continue morning stand-ups.

7. Q80d. In your judgment, with all things considered, how good a job is office/region
management doing handling the following: Communicating with people?

The focus group determined that OIP rated well in this category because of both the morning
stand-ups and the management's open-door policy. In order to continue doing well in this category,
OIP plans to continue both of these programs.

8. Q88f. How effective are the following at enhancing internal communications: NRC
reporter?

The focus group determined that OIP rated well in this category because of the connection that the
NRC Reporter gives to the rest of the agency, to which the Office would otherwise not be exposed. In
order to continue doing well in this category, OIP plans to begin submitting information to the
Reporter, particularly the OPRA awards.

9. Q89. How satisfied are you with the information you receive from your office
management?

Based on comments received following the survey, OIP rated well in this category because of the
morning stand-ups the Office holds. At this time, the Office Director and/or Deputy Director inform the
office of information that was discussed earlier that morning with the Chairman. In order to continue
doing well in this category, OIP plans to continue morning stand-ups.



10. Q91a. How often do the following interfere with your attending training for your current
job: My personal workload?

The focus group determined that OIP rated well in this category because of the lack of guidance
about which training is necessary for these duties. See 2 below.



Below the Agency average

1. Q4. Employees are treated with respect at the NRC, regardless of their job.
Based on comments received following the survey, lower-graded staff feels that they are held at a
different standard than the higher-graded staff: This was partially attributed to the high concentration
of administrative staff within the Office. In an attempt to improve in this category, OIP will begin using
the Office calendar scheduler to indicate when all staff will be out on leave, travel, training, etc. This
will eliminate the need for Office- or branch-wide email notifications. Additionally, comments stated
that lower-graded staff feel as if their ideas and suggestions are dismissed by management,
especially branch chiefs, because of their grade. In order to improve in this area, branch chiefs will
bring any ideas presented to them to the weekly OIP management meetings, and, subsequently,
follow-up with the individual regarding the result of that discussion.

2. Q8. The training I have received from the NRC has adequately prepared me for the work I
do.

Based on comments received following the survey, many country desk officers do not think they have
received adequate training. Additionally, country desk officers and employees with newly acquired
duties think they have received little or no guidance on relevant training. In order to improve in these
categories, OIP is currently developing a qualification program for new desk officers, and creating a
manual for desk procedures. Furthermore, management will discuss training with staff during
mid-year and annual performance reviews or any other appropriate times throughout the year. This
will include a discussion on each staff member's IDP.

3. Q9. In my experience with the NRC, high-quality performance is usually recognized.
The focus group determined that OIP rated poorly in this category because of the lack of recognition.
In order to improve in this category, OIP plans to make the OPRA award more meaningful by
distributing them during morning stand-ups or another appropriate Office event and by having the
presentation photographed so it can be submitted to the NRC Reporter.

4. Q13. In my experience, all employees are held to the same standards of ethical behavior.
The focus group determined that OIP rated poorly in this category because of inconsistency of branch
chiefs in time and labor reporting. In order to improve in this category, OIP plans to enforce uniform
T&A policy throughout the Office.

5. Q17a. I am aware of the following methods to raise a concern: the Non-Concurrence
process.

Based on the comments received following the survey, this ranking was because many employees in
the Office have never been exposed to the Non-Concurrence process. In order to improve in this
category, the focus group will create an informational pamphlet to be distributed and discussed at a
morning stand-up.

6. Q19. My work unit is well organized.
Based on the comments received following the survey, OIP rated poorly in this category because of
the lack of internal office communications. In order to improve in this category, OIP plans to have the
branch chiefs give a bi-weekly report at the morning stand-ups to inform the other branches about the
activities of what is happening. Another option, in lieu of bi-weekly stand-up reports would be a
bi-weekly email to the OIP distribution.

7. Q48a. In my judgment, the following are well managed: My work unit.
Based on comments received following the survey, this ranking was primarily caused because the
International Operations Branch (lOB) does not have clearly defined back-ups. In order to improve in
this category, back-ups will be established for lOB, along with the necessary training.
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8. Q69. My work schedule allows sufficient flexibility to meet my personal/family needs.
The focus group determined the ranking in this category is because of the large amount of travel that
employees perform in the Office. In order to improve in this category, the focus group
recommends

9. Q88c. How effective are the following at enhancing internal communications: Office/region
websites?

Based on comments received following the survey, a majority of the staff think the OIP website is very
low quality. In order to improve in this category, the Office has implemented an "Adopt a Webpage"
program, to update the entirety of the website and ensure it will be maintained. This website
refurbishment will include a "Faces of OIP" section and an announcement of OPRA awards.

10. Q88e. How effective are the following at enhancing internal communications: EDO
Updates?

Based on comments following the survey, this was attributed to the fact that OIP is not an EDO office,
unlike a majority of the staff within the NRC. This category was not of concern to the focus group
because the information included in the EDO Updates typically is either not applicable to the office or
has already been communicated via the morning stand-ups.



Office of International Programs' Cultural Focus Group
Bi-Monthly Meeting

August 31, 2010

* Follow-up on Implementation
o Response from Staff
o Response from Management

" Status of Action Items

" New Considerations
o New items
o Adjustments to Action Items

" Path Forward
o Recommendations to OE on "Employee Focus Groups" report
o Input to Diversity SharePoint site

" Next Scheduled Meeting
o Mid October



14c. am frequently concerned about the following: Frequent changes of my immediate supervisor
(N)
The attrition in this office is very, very low compared to other offices. Totally makes sense, as I have
already seen several significant changes in my branch in NRO (within less than 6 months).

60b. The following do an excellent job of keeping employees informed about matters affecting the
Agency: My office/region management.
The morning stand-ups keep everyone in the office apprised of what's happening at the agency. In NRO, I
only get updates about matters specific to my technical area, and sometimes, those are delayed in
communication. I think the stand-ups are very informative (although, sometimes it may be more efficient
to have a daily email). I think our office does a great job of communicating what is going on in the rest of
the agency via morning stand-up. Our office does a much poorer job communicating what is going on in
the office (rotational opportunities, new staff, job postings, tasking responsibilities, etc.). However, our
office management does make itself accessible to the staff, which is part of the benefit of OIP being a
small office but also a reflection on the character of the managers.

80d. In your judgment, with all things considered, how good a job is officelregion management
doing handling the following: Communicating with people
OIP does a good job at communicating what is going on at the Commission-level; however, fall short of
communicating what is going on within OIP -i.e., rotations within the office, new people coming on board,
etc. Management does not communicate sensitive issues directly to the staff member involved with the

- Everyone in the office is (or at least appears to be) completely open to assisting each other. I have
never felt as if someone wouldn't help me. I think this speaks to the high quality of staff in the office.

89. How satisfied are you with the information you receive from your office management
I think the front office does a great job informing the office what is going agency-wide through the morning
stand-up meetings.

91a. How often do the following interfere with your attending training for your current job: My
personal workload (N)
Coming back from training after being gone a week, I have a significant amount of work to catch up, even
though I was checking email and accessible while away. I'm not sure how to counter this problem. My
personal workload DOES often impede my ability to take training. There have been several examples of
training I want to take that is only offered in September (right near the General Conference) when I can't
get away from the office. Then I get dinged on my appraisal for not having taken enough training.

59. In the current work climate, I am frequently afraid to make a mistake, no matter how
insignificant (N)
I am never afraid to make mistakes, but I don't really have to worry about it because I'm perfect.

4. Employees are treated with respect at the NRC, regardless of their job.
I haven't had an issue with this. If we want to "reward" people better, maybe OIP can do an 'Employee of
the Month or Quarter,' which could be put on the wall or NRC Reporter to increase recognition. Lower-
graded staff feels that they are held at a different standard than the higher-graded staff: i.e., when
administrative support staff is going to be late/out, an OIP distribution email is sent out but an email is not
sent out for professional staff. I'm not exactly sure why this is so low comparatively. I haven't had an
experience with this so far. The only thing I can think of, is that it seems to me, other parts of the agency
are more trusting of each other. That is, it is expected you could conquer the world unless you prove
otherwise. In this office, it seems like you have to prove yourself in some way before you are given
responsibility.

88c. How effective are the following at enhancing internal communications: Office/region websites
I think OIP's website needs a significant improvement so it is brought up to par with the rest of the
agency's office website; OIP should also look into using SharePoint for sharing information agency wide.
The OIP website needs an overhaul: need to showcase "what is going on." Some suggestions for
inclusion: Faces of OIP staff, "Employee of the Quarter" Recipient (picture and write-up of why the



employee received the award), rotational assignees picture and short bio. I think that this speaks to the
very low quality of the office's website. It looks like it hasn't been updated in quite some time (see
http://www.internal.nrc.gov/OIP/01 PRoster. pdf or http://www.internal. nrc.gov/OIP/oiporg. pdf for some
examples). It also does not contain very much information for the office staff. It is mostly comprised of
links to external websites. Other offices are updated at least weekly. I think that this has something to do
with the small size of the office. The website is not a priority because you could just go ask the person
down the hall. In larger offices, you might have to go to another building to get your question answered
(and 30 people may have the same question that you do), so putting it on the website is very convenient.

88e. How effective are the following at enhancing internal communications: EDO Updates
I think that this is because OIP is a Commission office, not an EDO office. Also, most (if not all) of the
information in the updates have already been communicated to the staff through the morning stand-up. I
think EDO updates have been more useful since Bill Borchardt became EDO.

48a. In my judgment, the following are well managed: My work unit
There is no clearly designated back-up for each position in lOB. Branch Chiefs are too reactive!

17a. I am aware of the following methods to raise a concern: the Non-Concurrence process
I have no idea what the non-concurrence process entails

8. The training I have received from the NRC has adequately prepared me for the work I do
I think desk officers need more "diplomatic" training; I know Charlotte is working on a 'qual' program,
which should probably solve this problem.

69. My work schedule allows sufficient flexibility to meet my personallfamily needs
I think this office is very flexible in allowing people to work when they want/need to. I think this office is
EXTREMELY supportive of a work-life balance and flexibility to meet family needs and obligations. I have
been very grateful for that this year.



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NMSS

PURPOSE: This plan was deveioped to respond to the information collected during the
2009 OIG Safety Culture and Climate Survey. While the NMSS survey results were
generally very positive, the planned activities are intended to take a focus forward,
enlightened leadership approach towards continuous improvement. The key areas for
improvement were selected in broad and diverse program areas. The plan is intended
to be a "living document" and may be revised as necessary to respond to future
challenges.

KEY AREA FOR IMPROVEMENT: Supervision

SUMMARY OF SURVEY RESULTS: The response to question 037, "My supervisor
goes a good job of building teamwork," decreased by seven points in NMSS since 2005.
Also, the response to Q18a, "I have confidence in the decisions made by my supervisor,"
and 049c, My supervisor communicates effectively," declined from the 2005 results.

In addition, 037 is a "diversity coded" question. NMSS scored 1 point lower than the
NRC average on this question.

OBJECTIVE/MILESTONE: Confirm currency of the results/concerns associated with
supervision. Enhance supervisory performance to improve staff engagement and
organizational performance in meeting strategic and operating plan goals.
improvements in this area should be reflected in future survey results, and in a steady or
declining number of staff-sunervisory interface issues.
ACTION STEPS: Targeted. Targeted Actual Responsibility Resources

Start End Date Completion Assigned To Needed
Date Date

1) Conduct NMSS April 2010 August NMSS ET/LT Contractor
Focus Group to 2010 Mgmt Team to suoport from
refine specific ensure staff OE to co-
supervisory issues participation. ordinate
to be addressed. Focus oroup to focus group.

be led by DE
I Contr-actor.

2) Review Focus August October NMSS ET/LT
Group results; 2010 (or 2010
develop and upon
implement specific completion
response actions, of Focus

Group) I

3) Communicate August Periodically NMSS OtG
resultsiprogress to 2009 while Safety Culture
NMSS Staff project is Champion.

on-going,
including
early
March
2010.
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ACTION FOR: NMSS

KEY AREA FOR IMPROVEMENT: Open, Collaborative, Work Environment

SUMMARY OF SURVEY RESULTS: The responses to questions 034b, "I feel
comfortable discussing views that contrast with: My Supervisor," and 039, "Contrasting
views are openly discussed in my work unit," declined slightly from the 2005 NMSS
results.

In addition, 039 and 034b are "diversity coded" questions. NMSS scored 1 and 3 points
lower than the NRC average on these questions.

OBJECTIVEIMILESTONE: Foster a more open and collaborative working environment;
improve staff willingness to raise questions and confidence in use of the formal and
informal processes when unable to reach a consensus.

ACTION Targeted Targeted Actual Responsibility Resources
STEPS: Start End Date Completion Assigned To Needed

Date Date
1) Leverage April 2010 August ' NMSS ET/LT None
results from the 2010 Mgmt Team to additional -

planned Aaency ensure staff this is a
focus group on participation. I planned
Q34c, "I feel Focus group to Agency
comfortable be led by OE Focus Group
expressing views Contractor. area.
that contrast with
my office
management.

2) Review Focus August October NMSS ET/LT i
Group results; 2010 (.or 2010
develop and upon
implement completion
specific response of Focus
actions. Grouo)
3) Communicate August Periodically i NMSS 01G
results/progress 2009 while Safety Culture
to NMSS Staff project is Champion.

in-going,
including
early
March
2010.



ACTION FOR: NMSS

KEY AREA FOR IMPROVEMENT: Organizational Change

SUMMARY OF SURVEY RESULTS: The response to Q14a, I am frequently concerned
about the future of the nuclear industry," declined by 13 points (statistically significant)
from the 2005 NMSS survey results. The response to Q14c, "I am frequently concerned
with changes in my immediate supervisor," declined by three points from the 2005
NMSS survey results.

OBJECTIVEIMILESTONE: Understand and clarify employee and management
expectations regarding the licensees we regulate, as well as, supervisory "churn."

ACTION STEPS: Targeted Targeted Actual Responsibility Resources
Start End Date Completion Assigned To Needed
Date I Date

1) Leverage April 2010 August NMSS ET/LT None
results from the 2010 Mgmt Team to additional -
planned Agency ensure staff this is a
focus groups for participation. planned
these questions. Focus group to Agency

be led by OE_ Focus
Contractor. Group area

2) Review Focus August October j NMSS ET/LT
Group results; 2010 (or 2010
develop and uoon
implement specific completion
response actions. of FocusI Group)
3) Communicate August Periodically - NMSS OIG
results/progress to 2009 while Safety Culture
NMSS Staff project is Champion.

ortgoinghmin! ,-including'

early

March
,2010.



ACTION FOR: NMSS

KEY AREA FOR IMPROVEMENT: Training and Development

SUMMARY OF SURVEY RESULTS: The response to 91Tb, "How often do the
following interfere with your ability to attend training for your current job: "Avaiiability of
classes/courses," was 18 points lower than 2005 NMSS survey results.

aj
arllrrý

OBJECTIVE/MILESTONE: improve the opportunity to participate in developmental
training to strengthen staff capabilities and ornanizational performance.
ACTION STEPS: Targeted Targeted Actual Responsibility Resources

Start End Date Completion Assigned To Needed
Date Date

1) Leverage April 2010 August NIMSS ETILT None
results from the 2010 Mgmt Team to additional -
planned Agency ensure staff this is a
focus groups for participation. planned
this question. Focus group to Agency

be led by OE Focus
Contractor. GrouD area.

2) Review Focus August October NMSS ETILT
Group results: 2010 (or 2010
develop and upon
implement specific completion
response actions. of Focus

Group')

3) Communicate AugusL Periodically NMSS 0IG
resultsiprogress to 2009 while Safety Culture
NMSS Staff project is Champion.

on-going,
including
early
March

__ ...... 2010.
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ACTION FOR: NMSS

KEY AREA FOR IMPROVEMENT: Workload Support

SUMMARY OF SURVEY RESULTS; The response to 025, "There is adequate staff in
my unit to handle the workload," was 7 points lower than the 2005 NMSS survey results.

OBJECTIVEIMILESTONE: Review organizational structure and resources to enhance
effectiveness and efficiency to accomplish the mission while ensuring flexibility to
prepare for the future and respond to change. Enhance availability of resources, revise
workload and processes to align with resources, and enhance employee awareness of
NMSS and NRC aliicnment efforts.
ACTION Targeted Targeted Actual Responsibility Resources
STEPS: Start Date End Date Completion Assigned To Needed

Date

Near Term Actions to Address ....
1) Obtain Oct 2009 Feb 2010 Feb 2010 NMSS ET/LT FTE as
additional identified in
resources in 2010
FY10 and FY11 Shortfall List
to Support and FY201 1
existing workload budoet
and projected request.
arowth.
2) Hire staff to fill October Dec 2010 NMSS Mgmt
priority vacancies 2009 Team
consistent with
Agency resource
constraints.
3) Review. September October NMSS LT/ET Support
organizational 2009 2010 from OHR.
structure - OED and
identify potential Labor
alternatives and partners.
implement, as
appropriate.

4) Communicate August Periodically NMSS Momt
results/progress 2009 while Team
to NMSS.Staff proiect is
and other internal on-going,
and external including
stakeholders. early March

_ 2010. _



ACTION FOR: NMSS

KEY AREA FOR IMPROVEMENT: Maintain and improve outstanding performance in
office dommunications.

SUMMARY OF SURVEY RESULTS: The response to Q80a, "in your judgment, with all
things considered, how good a job is office/region management doing in handling the
following: Stating objectives clearly," increased by 18 points (statistically significant) from
the 2005 NMSS survey results. In addition the response to Q80d, "in your judgment,
with all things considered, how good a job is office/region management doing in handling
the following: Communicating with people," increased by 30 points from the 2005 NMSS
survey results. in contrast, the response to 088c, "How effective are. the following at
enhancing internal communications: Office/regional websites," was 9 points lower than
the NRC average despite the implementation of a substantially improved office website
in November 2008.

OBJECTIVEIMILESTONE: Clarify basis for survey results regarding the office website;
maintain outstanding communications with staff to support a high level of engagement
and performance.
ACTION STEPS: Targeted Targeted - Actual Responsibility Resources

Start End Completion Assigned To Needed
Date Date Date _

1) Through a NMSS April 2010 Jul 2010 I NMSS Director,
brown bag luncheon Deputy Director,
on perceptions and NMSS
about the office Communications
website and through Council
the NMSS
communications
council solicit ideas
to improve the
effectiveness of the
NMSS Web Site.
2) Implement March On-going I - NMSS Mgmt
guidance from 2010 Team
"2009 NMSS
Advance" to
communicate
change 5 times
using 5 different
methods. _
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NMSS, NRC Topline - April 14 2010 - 9:00 a.m. - 7 Respondents (includes extra questions in the

management leadership section)

Communication

A. How effective is NRC management at communicating agency policies and decisions?

* Yellow and "box" announcements are common and frequent, but can feel like the

agency is talking down or to employees, instead of with them.

* Some communications seem superficial versus detailed or explained (the big picture or

agency directions).

* Too often communications seem one direction only (top down).

" Communication differs among managers.

* EDO Updates are appreciated but their being frequent can make it hard to identify

policies and decisions in them, versus other less important communications.

* All hands meeting is not effective because they are too crowded and infrequent; but

branch meetings are effective. However, some employees are not encouraged to

attend meetings and feel like they miss things.

" In some branches employees are given daily updates with important information.

" ADAMS is not an effective communication tool.

" Some employees say Web sites are good for communications, but it varies by division

where some like their site and others do not. Others, say Web sites are good if a person

knows what to look for, but that limits them as communication vehicles. There also

appears to be generational differences, where older employees are less likely to use a

Web site for communications.

B. Barriers to Communication

* Too much communication about things not related to the job, including personal lives

gets in the way of important communications. The emphasis on one big happy family

can be distracting and time consuming.

" Branch managers should help filter communications so employees only receive what is

important to their jobs, tasks, etc.

* Sometimes the union's participation in the all hands meeting takes much time and

prevents general discussion of policy and decisions.

* Some communications are based on personal connections and personalities (cliques).

* Multiple locations in the DC area greatly impacts informal communications, and people

miss that or want more.

* Multiple locations has a moderate impact on formal communications.

* For some, job responsibilities are divided among the regions, and that hampers

communications and performance.

" When someone misses important information, they have to find it somehow, and need

to know who they can or cannot contact, and when.
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Management and Leadership

A. Extent management trusts and incorporates judgments of employees in how NRC is

administered

* Some employees believe managers listen and incorporate suggestions.

* Some managers listen, but even then it is hard to tell whether suggestions are

incorporated.

" Sometimes it is not clear whether a manager is even listening.

B. Stating objectives clearly

* Most respondents said objectives are stated clearly.

* Several said objectives pass through multiple levels and become less clear along the way

(the game "broken telephone").

0 Some objectives are generic versus specific, leaving the employee to figure out what is

expected.

* Sometimes the objectives are simply tied to a green metric, regardless of what that

actually means for what needs to be done.

C. Making decisions promptly

" It varies by the kinds of decisions.

" The technical nature of NRC's work implies deliberate versus fast decision making.

* Employees can be confused over the speed of decisions, where some are quick and

some take months.

* Decisions in areas with potential controversy or political impact are not prompt, as

managers take time to ensure they are on the correct side of the politics.

D. Establishing priorities

* Some believe priorities are appropriate, while others think managers are not realistic

about assigning priority.

* In some cases priorities are driven by nothing more than a green metric, and that can

push aside what was a high priority.

" Some managers are not good at helping keep priorities realistic when things change.

* Work can be delayed and performance review lowered by shifting priorities. 100 on-

times can be washed out by 1 late.

E. Encouraging teamwork

* General agreement that management does not encourage teamwork. For example,

individual versus team awards, or not informing people about what others are doing

makes it hard to perform as a team.
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* Too often employees point fingers at each other regarding problems.

* Team work is stronger and more likely when everyone on the team has a personal stake

in the work.

* OGC is not considered a good team player because they do not offer legal advice during

the process, they only approve or disapprove the final product.

* Teamwork is inhibited by managers showing favoritism towards individual employees.

F. Confidence in the decisions of your managers

* Some managers base decisions on sound technical merits.

* Some managers seem to base decisions on how it will affecttheir own performance

appraisal.

G. Encouraging employees to give their best

* Encouragement is sometimes more about meeting a metric than high-quality

performance.

* Some divisions or branches effectively use awards as encouragement.

* Team versus individual awards would help spread encouragement more widely.

* The managerial trait of assigning more work to people who do well can discourage top

performance.

Quality Focus

" NRC does high quality work, but too often the metrics seem to be the more important

driver, rather than quality.

* Some employees see a "battle" between quantity and quality.

* Hurrying to meet deadlines negatively impacts quality.

" At one point a quality metric allowed 80%, and thus no incentive was in place to reach

100% quality.

* Unfilled staff positions (e.g., quality monitors) can negatively impact quality review and

overall quality. Also, inappropriate assignment to compensate for unfilled positions is

not fair to the employee who becomes responsible but not prepared for quality-related

assignments. That also negatively impacts quality.

* Sometimes quality can be impacted by political promises, but this seems infrequent.

Workplace Ethics

A. Definition

0 Open and honest.

* Play by the rules, versus private industry where people can cheat until they get caught.

* Respect and fairness for co-workers, colleagues, etc.

" Being an adult.
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B. Holding all employees to the same ethical standards

* NRC's mission to protect public safety should serve as an underpinning to ethical

behavior by all employees.

* The wall posters are not effective, and seem to be something from a checklist rather

than actual strategies.

* People should not need encouragement or reminders about ethical behavior, and

simply act like an adult while at work.

* It seems to some that NRC's high ethical standards has led to mission creep because the

agency unofficially takes on responsibilities from other agencies such as OSHA (plant

safety) or EPA.

* Some managers engage favoritism toward some employees, and that is not ethical.

* Some managers allow some employees to persistently underperform, and that is not

ethical. It is even worse when the formal performance appraisal is inaccurate because

things are overlooked.

* Some managers and some employees sometimes pretend to listen to others' views but

will act unilaterally based on their own opinions, and that is not ethical.

* Some managers appraise some employees based on personality versus performance,

and that is not ethical.

Performance Management

A. Identifying strengths and weaknesses, and improving job performance

" The agency has made a concerted effort to improve the performance appraisal (PA)

process, especially to make them more informative for employees, but too often there

is backsliding among individual managers.

" Managers' appraisals should be commensurate with employees', high or low.

* Some employees think the mid-year review is supposed to offer "hints" about the

criteria for an outstanding rating, but that does not happen consistently.

* Some employees are told to self-identify strengths and weaknesses.

* Some managers are blunt about not giving many high ratings, and that can suppress an

employee's motivation to improve performance.

* Managers should consistently provide informal, task-based feedback.

* Standards and elements are clear, but to some, meaningless.

* Managers should take more seriously the mid-year review.

* Some employees believe quotas limit the number of outstanding ratings, and that

discourages peak performance.

B. Training and IDP
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* Training needs are supposed to be included in the PA, but it is not consistent, and

training requests and approvals can be unfair and based on personal rather than
professional interests (including a desire to visit specific locations).

* IDP's can be useful for future aspirations.

" IDP's are for "younger" employees.

Open and Collaborative Working Environment

A. How well NRC lives up to this goal
* There is a difference between being able to raise differing views, and having confidence

it will matter or lead to anything.

B, What would happen if workgroup came up with an innovative way to do things and it did not
work out?

" Collaborative review of the process and why it did not work, and then proceed with

work.

* No negative consequences.

C. What would you if you had a disagreement with your manager about a proposed policy, and
how would your manager respond?

* Managers would listen, but in some cases would give a "politically correct" rather than
substantive response.

* It varies by managers, with some more likely to seriously listen..

* In some cases, a simple "no' will be the only response.

D, How effective is NRC at encouraging and handling different views among staff
" DPO's and non-concurrence are real policies and are taken seriously by management.

Some DPO's are substantiated.
* One respondent knows a colleague who received an award for a successful non-

concurrence.
* Overall it does not seem like filing a DPO or non-concurrence is harmful to an

employee's career, advancement, etc.

" It is possible that a person who files a DPO or non-concurrence can be considered
obstructionist, but the person's overall actions, over time, will make it clear whether

they are or are not.

* The concurrence process can be improved regarding groups of employees and whether

they concur.
* To some, the open door policy is real; but others believe going beyond initial manager,

or not following the chain of command, could lead to negative consequences.
* An employee's lack of trust in the branch chief is the only reason to start higher, but

that lack of trust is a problem that can be hard to solve.
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Organizational Change

A. Future of nuclear industry

* Survey was done around the time a license for a major waste operation was withdrawn,

and after a time period when there was great enthusiasm about the number of

applications.

* Uncertainty over Presidential support for the industry.

* The projected number of new plants continued to drop.

B. Managers have a different view

" Staff is more likely to see how the regulatory burden on the industry will negatively

impact its future.

* Managers have different sources of information.

Continuing Improvement

A. Capturing knowledge of retiring employees

* Knowledge Management Center, including on the Web site.

* Videotaped monthly seminars.

* Social interaction.

* Annuitants, though some do not engage knowledge transfer.

B. Improving how knowledge is captured

* Pair together older and younger (especially new hires and NSPDP) employees for tasks.

* Stop the practice of pulling out the younger employees before sufficient knowledge

transfer has occurred.

* Better use of the mentor program to transfer knowledge.

* More commitment from management, including more resources available.

Training Wish List

* Better management recognition and budget support for training needs.

* Funding for the travel required for training, not just tuition. Plus, more clarity on why

some employees are given high budgets for training and travel (e.g., France).

IT Wish List

" Improved I-Learn or a different system.

* Software for branch chiefs to track tasks, workload, etc.

* Ability to work from anywhere, including laptop computers and easy log in, versus

Citrux.

Other Issues
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* Managers do quite well getting to know each other, but should make more effort to

know employees.

* Better efforts at team building and teamwork, including team-based awards.

* Concern that managers in an effective management team will rotate out and be

replaced by less effective managers, and the entire work environment and productivity

will suffer.

" NRC should emphasize and train employees how to communicate across cultures,

ethnicities, genders, etc.

. ADAMS projects a poor public image for NRC.
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NMSS Safety Culture & Climate Survey - 2009

* High participation rate (91%)
* Very positive results

o 89% job satisfaction rate with a high level of employee engagement (3% above
NRC; 7% above high performance norm)

o All categories rated above NRC overall, except for organizational change
o All categories rated above High Performance Norm (up to 16% higher)
o Significant improvements in positive ratings in all categories since 2005, except

supervision (- 3%) and organizational change (- 4%)
o Optimistic outlook of employees - most expect remain the same or get better

* Opportunities for Improvement
o Supervision

" Teamwork
" Managing People
0 Communicating

o Organizational Change
" Future of the Nuclear Industry
" Changes in office management and supervisors

o Other Opportunities
0 Availability of training to meet developmental needs

Previous Focus Areas (based on 2005 survey and larger NMSS)
o Differing Professional Opinion - impact on staff career - proactively improved
-. open,- collaborative working environment
o Performance Management - leniency with poor performers and performance

reviews - reinforced expectations of supervisors; IDP brownbag seminar
o Quality Focus - sacrificing quality for timeliness and personal goals - balanced

the message, emphasized quality, recognized performance, linked to Strategic
Plan

o Organizational Change - frequent changes of supervisors and office managers -
enhanced awareness of succession planning; manage the transitions vs. avoid
them

o NRC Mission and Strategic Plan - SES-CDP project on finding yourself in the
plan; enhanced alignment with performance plans; encouraged participation in
the planning process

Next Steps
o Brief the NMSS Leadership Team on the results of the survey
0 Brief all NMSS employees on the results at the December all staff meeting and

encourage involvement and engagement
o Conduct focus groups on supervision, organizational change, training availability
" Implement enhancements and brief all employees on changes by March 2010



Chang, Helen

From: Martin, Beverly
Sent: Monday, October 19, 2009 10:15 AM
To: Chang, Helen; Announcement Program
Cc: Lesar, Michael; Bailey, Renea
Subject: RE: Feedback: Announcement Program

Thank you Helen. I appreciate the recognition.
bev

From: Chang, Helen
Sent: Thursday, October 15, 2009 12:38 PM
To: Announcement Program
Cc: Lesar, Michael; Bailey, Renea; Martin, Beverly
Subject: Feedback: Announcement Program

Hi, Bev:

Congratulations on garnering a significantly improved effectiveness score for the NRC announcement
program. The announcement program gamered a 5% increase for "Effective" since 2005 (up to 87% from
82%) (see pg. 28 of 2009 OIG Safety Culture Survey, "How effective are the following at enhancing intemal
communications? Announcements").

You took over in 2006 and have always looked to improve the program. It must be gratifying to see that the
NRC staff acknowledge the process improvements that you have effected in collaboration with other program
offices. The program content itself comes from the staff but you have made it easier for the staff to use internal
announcements to communicate.
The overall success can be attributed not only to the Web-based announcement system but also your
willingness to document procedures (SOP), provide formal and ad hoc training, and your patience with
providing staff with all their options and a path forward in all scenarios (and times).

Thank you for your dedication!

Sincerely,
Helen
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From: Chana. Helen
To: Lesar. Michael
Cc: Bladev. Cindy
Subject: FW: Safety Culture Survey
Date: Friday, January 08, 2010 9:59:48 AM
Attachments: OIG safety culture climate survey - DAS results May 2009.oot

Hi, Mike:

Would you want to discuss the results of the OIG safety culture survey results at
Tuesday's branch meeting? ADM and DAS responses rated lower than the overall agency
response for many responses.

I would like us to discuss these concerns as a branch so that we may provide feedback at
the next FAST meeting.

Sincerely,
Helen

From: Meyer, David
Sent: Wednesday, November 18, 2009 3:25 PM
To: ADMDAS Distribution
Cc: Flack, Jennifer; NTEU, Dale Yeilding
Subject:

DAS Staff:

Thank you for attending our meeting this morning. I appreciate your attention, your
questions, and your comments. I intend to have these meetings once per quarter and will
do my best to keep them to one hour.

I also want to thank Jenny Flack from the ADM F/O and Dale Yielding, NTEU, for the
presence and participation.

Attached are all the slides (N=23) from the DAS portion of the OIG Culture and Climate
survey. This PowerPoint file is saved as a read-only file on the G: drive under DAS. It
should be viewable by all DAS staff. If you need a password to open it (which I do not
believe you do), the password is: Nuclear2009.

Note that the NRC senior leadership is meeting to review these results and I expect that
there will be action plans for each office and division that will be developed based on this
review. Sandie and I will keep you informed about these plans.

David



From: Lesiak. Karen

To: ADM Distribution

Subject: ADM SUGGESTION BOX

Date: Tuesday, February 02, 2010 7:53:47 AM

To ADM Staff,

In reviewing the Office of Administration's (ADM) 2009 OIG Safety Culture and Climate
Survey results, the Executive and the Senior Administration Leadership Teams identified
the need to focus our efforts on fostering an open, collaborative working environment
within ADM. An open and collaborative work environment includes many elements, such
as coming together to solve problems, continuous improvement, and employee
suggestions. The level of collaboration we are striving to achieve recognizes that the
entire ADM staff contributes to the mission of the agency, and that everyone is encouraged
to offer feedback into the decision making process in an open and respectful way.

From this initiative, we are creating an ADM Suggestion Box. This box can be accessed
via the following site: hftp://www.internal.nrc.govlADM/Suagestions.html. You can also
access the ADM Suggestion Box by visiting the ADM main page:
http://www.internal.nrc.gov/ADM/index.html. Simply click on the "ADM Suggestion Box"
link and it will direct you to where you can leave an anonymous comment/suggestion.
Space is provided if you would like to include your name, however, this is optional.

We hope you will find this resource useful.

Kathryn and Sharon



From: L on behalf of Greene. Kathryn

To: ADM Distribution
Subject: 0IG 2009 Safety Culture and Climate Survey Focus Groups
Date: Thursday, March 18, 2010 12:17:45 PM

ADM Staff,

As a follow-up to specific issues identified from the OIG 2009 Safety Culture and Climate

Survey, focus groups will be conducted this week at headquarters and will continue into

April. If you receive an email from The Media Network (TMN), please respond promptly.

The Office of Enforcement selected TMN as the independent contractor for conducting

focus groups and for soliciting participants via email. TMN will randomly select employees

based on demographics to ensure focus groups have a good cross-section of NRC

personnel. If you are selected, we strongly encourage your participation; any ideas you are

willing to express will be completely anonymous. If you cannot attend the focus group

session, please RSVP expeditiously so that TMN can fill your slot.

By partaking in this activity, you will assist the agency in further understanding issues raised

by the OIG survey and identify areas for continuous improvement. We appreciate your

taking time out of your busy schedules to participate in this worthwhile effort. Should you

have any questions, please do not hesitate to contact Jenny Flack at 301-492-3547 or Laura

Gerke at 301-415-4099.

Kathryn and Sharon



ADM Focus Group Summary 1 2010

THE OFFICE OF ADMINISTRATION: FOCUS GROUP SUMMARY

An ADM focus group was conducted on November 3 rd. The purpose of the focus group was to:
* Better understand ADM employee perspectives and root causes of perceptions associated with

the recent Safety Culture and Climate Survey results.
* Identify actionable items to help create an open collaborative work environment.

A total of 11 Administrative Professionals participated in the focus group. The average tenure of
Administrative Professionals the focus group was approximately 8.5 years with the NRC. The majority of
focus group participants (5 of 11) have been with the NRC for less than 5 years. Two participants have
been with the NRC for over 28 years. The focus group agenda is provided below:

Safety Culture and Climate Survey Action Planning
Objectives:
o Discuss the current environment in ADM
o Identify opportunities and actions to improve ADM

o Organizational Change
o Quality Focus
o Training and Development

o Open Collaborative Work Environment

10:00p Welcome & Introductions
o Facilitator & Participant Introductions
o Focus Group Overview & Agenda

10:10 Temperature Check (two teams)
o Discuss and document the current environment in ADM:

- How would you characterize the work environment?
- How are you treated?
- How are Administrative and Corporate Support professionals viewed by others in ADM?

Outside of ADM?
- What is your level of comfort raising issues and seeking resolution?
- Describe how changes in ADM are initiated.
- What are barriers to effective communication? What are the best communication methods

for ADM?
- Do you use the ADM suggestion box? Have you found it useful?

o Discuss your contnbution and level of engagement:
- Do you have the tools and training to do your job?
- Do you feel that ADM is producing quality services?
- Do you feel that you are producing quality services?

11:00 Create a Plan of Action (two teams)
o Determine areas for improvement and actions to address ADM needs:

- What can ADM do to improve?
- Brainstorm actions to help ADM create an ideal work environment, one that is open and

collaborative.
o Use wall charts to summarize actions

11:35 Discuss of Proposed Action Plans
o Large group discussion of proposed actions

12:00p Close



ADM Focus Group Summary 1 2010

Summary of Focus Group Comments:

Q. How would you characterize the work environment?

Employee perception of the work environment varies based on which Division they work in. The work

environment was described as "adequate". Problems are identified and managers work to address the

issues. In comparison, several focus group participants noted that the work environment is unpleasant.

There is little safety and ability to collaborate with others across the Office. Overall, the group felt there

is little understanding of what happens across various ADM Divisions. There are high demands from

Staff Offices and low manpower to complete requests. The overall environment within the NRC creates

high demand and fast paced work. There is not a 10-day allowance period for requests at the NRC as

would be found in other agencies. In addition, participants noted that ADM has communications

challenges which include: little understanding of when things are resolved and information that goes up

the chain, but does not come back down to employees.

Q. How are you treated?

Treatment of employees varies by Division. Specific concerns were raised regarding performance

evaluations, and rewards and recognition vary significantly. There is a perception that quotas exist and

the same individuals are consistently rewarded (from an invisible list) which shows favoritism. Overall,

participants noted that treatment by first line supervisors is positive; however senior managers do not

understand the workload and what it takes to get things done. This creates tension and less than

positive treatment.

Q. How are Administrative and Corporate Support professionals viewed by others in ADM? Outside of

ADM?

Inside of ADM there is high respect and employees feel that they are doing a good job. They treat each

other as professionals and peers recognize the contribution that each other make. However, outside of

ADM individuals, the Office as a whole is not well respected. Participants noted that ADM is the

dumping ground, an office where people who didn't make it as Engineers or Scientists are moved. The

main function of the Office creates a perception that administrative professionals are second tier. This

may be unintentional, but technical staff are often inconsiderate of ADM staff. Participants indicated

that management must work to manage expectations of the services and response time they will obtain

from ADM. NRC is a culture that "wants it now". ADM managers should communicate what ADM does

in addition to communicating/managing expectations on the length of time it takes to complete actions.

Also, the type of services performed by ADM creates opportunities for negative perceptions (for

example, NRC ordered new printers and installed them at the same time; then they all ran out of ink at

the same time).

Q. What is your level of comfort raising issues and seeking resolution?

Participants indicated that they have difficulty raising issues. There is not an open door policy. When

issues are raised, the messages are heavily filtered. Employees are careful in how they say things (at all

2



ADM Focus Group Summary 1 2010

levels). This is because issues/concerns are not held in confidence and employees feel that they will be

"black balled" (i.e., no awards, bad work assignments, etc.). Employees feel that they cannot effectively

raise issues nor believe that they will be addressed (e.g., orange walls in mailroom, etc.).

Q. Describe how changes in ADM are initiated.

The majority of the participants do not know how changes are initiated within ADM. In general it is

understood that changes are initiated from Sr. Managers (i.e., top down). ADM overall is very directive

and employees are not engaged in new initiatives or decision-making. Little or no employee input goes

into office changes.

Q. What are barriers to effective communication? What are the best communication methods for

ADM? Do you use the ADM suggestion box? How you found it useful?

Participants identified several barriers to effective communication; including the physical location of

employees, which creates difficulty in communicating face-to-face. Participants noted that branch

chiefs need to communicate more effectively and believe that branch chiefs do not resolve issues at

their level. Instead, all issues are escalated to senior levels. The result is censored messages/issues,

delays in obtaining resolutions and limited communication of outcomes back to staff. Participants also

noted that the front office holds all of the information and decides who gets it. They act as the

gatekeeper and little information is shared with employees.

Participants noted that they were unaware of the suggestion box and during focus group conversations,

several participants learned that the suggestion box is on the website. They indicated that the site

prevents employees from using the suggestion box because of fear that the website does not allow for

anonymity. In addition, the suggestion box is not well advertised and they are unsure what, if any

suggestions have been implemented.

Q. Do you have the tools and training to do your job? Do you feel that ADM is providing quality

services? Do you feel that you are providing quality services?

Overall, participants feel that they have the tools and training needed to perform in their jobs. They

believe they produce high quality products (both at ADM and individual levels). It was noted that NRC is

well resourced, so the agency rarely experiences delays in meeting employee needs. However, the

perception of quality may vary if ADM customers were asked.
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Rakovan, Lance

From: Flack, Jennifer
Sent: Wednesday, November 17, 2010 11:23 AM
To: Rakovan, Lance
Subject: Updated ADM action plan
Attachments: Final Action Plan OIG Safety Culture 11.17.10.docx

Hi Lance,

ADM has completed all the steps in our OIG Safety Culture action plan so I've updated it to reflect this. Can
this be added to the web site where our old action plan is listed? Thanks so much.

Best regards,

Jenny Flack
Program Analyst
U.S. Nuclear Regulatory Commission
Office of Administration
Program Management, Policy Development and Analysis Branch (PMDA)
Mailstop TWB 5E-19M
Rockville, MD 20852
Office: (301)492-3547
Fax: (301)492-3444

COMPASSION
OF INDIVIDUALS

PtIWER
OF COMMUNITY

* Ways to Donate at NRC-HQ CLICK HERE

* More CFC Info CLICK HERE

"To reallY show how much we care"

1



2009 NRC dIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR THE OFFICE OF ADMINISTRATION

ACTION FOR: THE OFFICE OF ADMINISTRATION

KEY AREA FOR IMPROVEMENT: DIVERSITY; OPEN, COLLABORATIVE WORKING ENVIRONMENT

SUMMARY OF SURVEY RESULTS: The Office of Administration (ADM) received higher scores for the 2009 OIG Safety Culture
Survey in comparison with the 2005 OIG Safety Culture Survey, but we found areas for improvement. The category that ranked the
lowest when benchmarked against headquarters included an open, collaborative working environment. This is an area where ADM
will be focusing more attention in the below action steps. Within ADM's divisions, the survey data reflects an agreement across all
categories with no statistical significant variation; therefore, each of ADM's divisions will be participating equally in the action plan.

OBJECTIVE/MILESTONE: 1) To implement and identify effective tools for an Open, Collaborative Working Environment (OCWE) and increase
communication by addressing the Non-Concurrence Process, Differing Professional Opinions Program (DPO), and Open Door Policy. 2) Identify new
successful tools for communication, which address SBCR measures to improve diversity where "employees can feel free to express views that
contrast with Senior and Office Management (17.34c, 17.34d)" and can take truth "up the chain of command without fear of reprisal" (5.73) 3) Address
and improve survey categories where employees can openly discuss SBCR diversity questions and policies on differing opinions/non-
concurrence/open door as listed above. ADM will tap into insights gained from the focus groups and analyze data to address next steps if needed.

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources

__Date Date Date Assigned To Needed
1) Address Non-Concurrence Process, Differing Professional February March 2010 All Hands- DC, DFS, DAS N/A
Opinions Program (DPO), and Open Door Policy procedures at 2010 Meeting held
ADM's all-hands meeting (procedures will be posted on ADM's February 23,
internal web site). Furthermore, these policies will be discussed 2010.
as possible topics during the OE focus group sessions (see
item 3). We will continue to provide information regarding these
programs to all staff throughout the year.
2) Provide a "suggestion box" on the ADM web site where February March 2010 Suggestion DC, DFS, DAS N/A
employees can anonymously express contrasting views. 2010 box

implemented
February 2,
2010.

3) Provide focus group session as established through the March/April March/April ADM focus DC, DFS, DAS OE Guidance with
Office of Enforcement to increase and emphasize 2010 2011 group Facilitator
empowerment and an open, collaborative working environment, completed

November 3,
1__ 1__ _ 12010. 1 1

b

The listed items above will also serve as useful tools for agency-wide actions.



Rakovan, Lance

From: Rakovan, Lance
Sent: Thursday, August 27, 2009 12:47 PM
To: Abraham, Susan; Barkley, Richard; Bellosi, Susan; Browder, Rachel; Brown, Milton; Cave,

Christine; Dabbs, Bill; Dyer, Jim; Golder, Jennifer; Greene, Kathryn; Haney, Catherine;
Harrington, Holly; Heck, Jared; Hopkins, Rhonda; Horn, James; Ibarra, Jose; Jefferson,
Steven; Landau, Mindy; Lorson, Raymond; Lyons, James; Maxin, Mark; Medina, Veronika;
Pedersen, Renee; Powers, Dana; Rakovan, Lance; Rihm, Roger; Samaddar, Sujit;
Schaeffer, James; Shane, Raeann; Solorio, Ilka; Stewart, Sharon; Tracy, Glenn; Walker,
Tracy; Werner, Greg; Widmann, Malcolm; Wiggins, Jim; Williams, Barbara

Subject: Results to Action Workshops

Current and/or past OIG Survey Champions -

I'm waiting to get some additional information from OIG right now, but I wanted to give you all some preliminary
information about the "Results to Action Workshops" that will take place in conjunction with the 2009 NRC OIG
Safety Culture & Climate Survey.

The workshops will be October 5-8 at the PDC in Bethesda. We are looking for offices/regions to provide at
least two staff members for the training: an Analyst who will be in charge of learning how to manipulate the
survey data and a Champion who will be in charge of leading any action plans offices/regions create with the
survey data (this can be the same Champion that was active when the survey was given earlier in the year or
someone different).

The schedule for the workshops will be:

October 5th - Analysts
October 6th - Analysts & Champions

October 7th - Analysts (a new group)
October 8th - Analysts & Champions

Again, we are waiting to hear from OIG as to what offices/regions they are looking to have on which days and
other information. We hope to have that information soon so we can start making those kinds of
determinations.

in the meantime, if you have any questions, please do not hesitate to fire me off an e-mail or give me a call. I
will let you know all I know.

Thanks!

-Lance

I



Director's Greetings for October 5 - Survey Says (Part II)

Welcome back for another exciting week! Last week we said farewell to Mark Flynn after his 33
years of service to the Federal government, including 23 years at NRC and 10 years working for
the Defense Nuclear Facilities Safety Board. Thanks to all of you who made his farewell
celebration so special. Mark and his family deeply appreciated the stories, compliments, and
thanks. Now Tim Pulliam begins his leadership with us as the Director of Program Planning,
Budgeting, and Program Analysis.

You may recall my greetings earlier this year entitled "Survey Says," where I highlighted several
recent and upcoming surveys of Federal employees, their key themes, and how seriously NRC
management considers the survey results in shaping the future of the agency. Last
Wednesday, the Inspector General briefed the Commission and all staff on the results of the
2009 Safety Culture Climate Survey. We participated in this survey in May of this year. In my
greetings today, I will highlight the results, discuss strengths and opportunities for improvement,

and describe our next steps.

First of all, the survey results were overwhelmingly positive! They are also highly representative

of the views of NRC employees because of the high response rate. Overall, 87% of NRC
employees responded to the survey. This is a very high response rate and substantially greater
than the 70% return when the survey was most recently conducted in 2005. The contractor who
performed the survey has years of experience in conducting surveys of employees in both
public and private sector organizations. They normally strive for a response rate of about 75%
and seldom achieve a rate higher than 82%. Cathy and I were quite pleased that NMSS
exceeded the agency rate to achieve 93% response, which reflects favorably on your level of
engagement and recognition of the value of your input.

Second, the high favorable ratings range from the top rated "job satisfaction" (88% favorable) to
the lowest ranked category "organizational change" (55% favorable). These ratings also
improved substantially since the last survey, with the top 6 changes racking up double digit
improvements, which the contractor characterized as outstanding and "unheard of." These
improvements include:

* NRC Mission and Strategic Plan - Score of 81% favorable, improved by 13%

* NRC Image - Score of 77% favorable, improved by 12%

* Performance Management - Score of 67% favorable, improved by 12%

* Continuous Improvement Commitment - Score of 77%, improved by 11%

* Management Leadership - Score of 74%, improved by 10%

* Open, Collaborative Working Environment - Score of 68%, improved by 10%

When compared to earlier surveys in 2002 and 1998, some of these scores have improved by
as much as 33%. These improvements may be driven by the increased prospects for the use of
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nuclear energy and the growth of the agency, but other contributors include our collective efforts
to improve the NRC and to better serve the American public. Our favorable ratings place us
significantly ahead of U.S. Research and Development organizations like Astro Zeneca, Sandia
National Laboratories, and Lawrence Livermore National Laboratory in all categories of the
survey. As a new feature of the survey this year, the contractor compared our scores against
top performing companies in the U.S. (the "High Performance Norm"). Again, our scores
outperformed this norm in almost every category and in a number of areas came in with a "best
in class" rating.

So how did we do as an office? In every category, except one, we had higher favorable ratings
than the agency. The one category where we had lower ratings was organizational change,
which could reflect uncertainties in the future of the high-level waste program or other aspects of
the activities that we regulate. We are not alone in rating lower in this category, as NRR and
NRO also scored lower. In comparison with favorable ratings in the old NMSS back in 2005
before we reorganized, we achieved statistically significant improvements in continuous
improvement commitment, management leadership, NRC image, NRC mission and strategic
plan, open/collaborative working environment, and performance management. Although we
had no statistically significant declines in ratings (meaning that it is just as likely that we did not
decline), we did score somewhat lower in two categories: organizational change and
supervision. We'll have to analyze the results in more detail to determine what this means and
what we can do about it. RES and NSIR showed substantial improvement in almost every
category compared with the 2005 survey results.

In summary, at the agency level, our strengths include:

* All categories of favorable ratings are either at or significantly above 2005 levels

* All categories are either at or significantly above levels for comparable research and
development and high performing organizations in the U.S.

* Work schedules, priorities, and computer support are favorable

* Excellent quality and attention to achieving quality even in the face of time constraints

" Very positive attention to training, personal growth and development, and talent
management

* Performance of employees is evaluated fairly and performance reviews are helpful

* Much greater awareness and acceptance of our open, collaborative working
environment programs and processes (non-concurrence, differing professional opinions,
and open door policy)

Opportunities for improvement include:



* Addressing concern about the future of the activities that we regulate and the frequent
changes of supervisors (supervisory churn - striving to achieve the right balance of
continuity and succession planning)

* Improving the availability of training, particularly for administrative employees, and
dealing with competing workloads that interfere with attending training

" Improving empowerment by enhancing trust in employee judgment

* Enhancing communications both externally and internally through the NRC public
website and other vehicles

" Holding all employees to the same ethical standards

In moving forward, Hong Le and Ray Lorson will be participating this week in a "Results to
Action" workshop conducted by the OIG. The purpose of the workshop is to provide offices with
the survey results and tools necessary to analyze and understand the results. This will help us
to discern improvement opportunities across the agency, as well as within NMSS. Ray and
Hong will be working with the Leadership and Executive Teams to strategize next steps, which
will include rolling out the survey results specific to NMSS in our next all employees meeting
later this year. We look forward to working with you to use the results to make NMSS and NRC
even better!

Thanks for your support.



I.; a
NMSS Shareholders Review

December 14, 2009
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Overview

* Mission and Vision

" Key Objectives

° How did we do?

* Top Challenges

* Strateg ies

* Discussion



NMSS Mission and Vision

at.

* Mission - We help fuel America by
protecting

* Vision - E
people and the environment

ach employee feels
empowered and challenged to achieve
our mission and goals in the most
effective and efficient manner
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Key Objectives & Success Factors

* Accomplish planned work in a high quality
manner while preparing for the future
- Reduce SFST and FCSS backlog
- Complete most of the Yucca Mountain

licensing review
- Enhance budget execution
- Identify regulatory gaps for reprocessing
- Develop fuel cycle oversight process

revisions
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How did we do?

Strategic & Performance Measures
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How Did We Do?

Corporate Measures
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How Did We Do? -Accomplishments

* Met all programmatic metrics
* Aligned staffing with resources
• Helped lead pandemic preparedness
° Completed large amount of licensing in

fuel cycle & spent fuel storage &
transportation

e Made significant progress toward a
licensing decision on Yucca Mountain
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How Did We Do? - Accomplishme

Completed baseline inspections in

nts

FCSS
and SFST, along with significant reactive
inspections

* Revised &developed new guidance in
support of the fuel cycle, transportation,
and spent fuel storage programs



How did we do? - Corporate Measures

" Non-supervisory GG-15s (32% vs.
* FTE management (+4.0 %)
* Feeder positions (8.8 % vs. 5%)

31%)

• Carryover (9 months vs. 6 months)
0 Invoices (1 late)
0 Unliquidated obligations (72% vs. 90%)
* ADAMS processing (89% vs. 90%)
* Foreign Post Trip Reports (89% vs. 90%)
° Procurement plan adherence (0%)



Top Challenges for FY2010

* Cross-Cutting
-Maintaining performance despite staffing

shortages

Enhancing budget execution

-Developing and implementing an integrated
strategy for spent fuel management

-Sustaining high licensing and oversight
performance



Top Challenges for FY2010

* Fuel Cycle
- Implementing safeguards and information

security enhancements for enrichment
- Developing a unified plan for major initiatives

- Rebaselining the fuel cycle oversight process
revisions
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Top Challenges for FY2010

High-Level Waste
- Maintaining program viability despite

uncertainties and emerging national policy



SPO Challenge Areas
Maintaining momentum on:
- Fuel Cycle Oversight Process Revisions
- expanding the basis for long-term storage of Spent Fuel
- preparing for waste disposal beyond Yucca Mountain
- the regulatory framework for reprocessing

* Oversight of NFS' performance through safety culture and other
initiatives

* Conducting the HLW repository application review and hearings
within budget constraints

* Evolving national program for Spent Fuel management and
potential alternatives to YM

* Enhancing budget execution performance on obligations and
expenditures in FY 2010

* Ensuring that the staff understands and applies OGC guidance
regarding the discovery obligations, including production of the 1
hearing file I
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Resources
FY 2009 Enacted

$M
FY 2010 Current Estimate

1 264.5
IN 35.8 -\

iff 25.3

o30.-8

M 19.4-

EJ 34.5-\

N 98--

0 543.7
m 531.6

r7 New Reactors
* Operating Reactors
* New Fuel Facilities
13 Operating Fuel Facililties

13 Spent Fuel Storage and Transportation
* Nuclear Materials Users
* Decommissioning and LLW

* High-Level Waste

* New Reactors
* Operating Reactors
* New Fuel Facilities
13 Operating Fuel Facililties
* Spent Fuel Storage and Transportation
* Nuclear Materials Users
* Decommissioning and LLW
* High-Level Waste



Strategies

* Filling critical positions
* Enhancing resiliency and collaboration
* Developing and implementing integrated

strategy for spent fuel management
* Strengthening internal controls and self-

assessments
* Responding to the Safety Culture and Climate

Survey results
* Implementing new Collective Bargaining

Agreement f
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Discussion
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To: All NMSS STAFF

From: Michael F. Weber
Gatherne "Haney

SUBJECT: NMSS ALL STAFF Meeting

DATE: Monday, December 14, 2009
LOCATION: E-1 B-1 3/15

AGENDA:

Session 1 (1:00 - 2:30)

1:00 NMSS Opening Comments (Michael Weber), Catherine HaRney)

1:05 NMSS Internal Safety Culture Survey Results and Next Steps (Gatherine Haney, Ray
Lorson, Hong Le)

1: 30: NMissPeerformance Highihorts for 2009/201:0. (Catherine Han.ey)
1:50 Overview of NRC's Office of Investigations, Cheryl McCrary, Deputy Director #e.ignee

Office of Investigations

2:20 NTEU (Dale Yielding)

2:30 Adjourn

Session 2 (2:30 - 4:00)

2:30 NMSS Opening Comments (Michael Weber) /Gatherine Haney)

2:35 Overview.• of`NRC's Officeof..Investigations,': Cheryl McCrary, Deputy Director Designee,
Office of Investigations

3:05 NMSS Internal Safety Culture Survey Results and Next Steps (CathePne Haney, Ray
Lorson, Hong Le)

3:3•0 :NMSS S:Pe'fformance' Highi ghts for 2009i/010 (CatherineHraney)

3:50 NTEU (Dale Yielding)

4:00 Adjourn

I
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EDO Update

Wednesday, December 16, 2009

Safety Culture/Open, Collaborative Work Environment

I have mentioned in previous updates how gratified I was with the strong participation in
this year's Office of the Inspector General's Safety Culture and Climate Survey. Now
that we've had a chance to digest the results, I am asking the offices and regions to
prepare plans to take action on your feedback and respond to specific concerns or
criticisms revealed through the survey. The offices/regions are being asked to respond
by the beginning of March, and to be prepared to share some best practices at an
upcoming monthly meeting or a Senior Leadership Meeting in the spring.

Safety culture was also the theme of our recent Senior Leadership Meeting. In the course
of our discussions we realized the term "Open, Collaborative Working
Environment" (OCWE) could be seen as a more inclusive term to describe the model
workplace. An OCWE includes many elements, such as coming together to solve
problems, continuous improvement, and employee suggestions. The level of

* collaboration we are striving to achieve is reflected in the more than 300 Communities
of Practices representing dozens of disciplines at the Knowledge Center. OCWE
recognizes that the entire staff contributes to the mission of the agency, and that

everyone is encouraged to offer feedback into the decision-making process in an open
and respectful way. I will be talking more about this in 2010.

Computers/Information Technology

An open and collaborative work environment requires the right tools; it's hard to
collaborate if you can't communicate. That's why I am very pleased that the Office of
Information Services (OIS) has made "Working From Anywhere" its top priority. 'This
is a multi-faceted effort to allow the staff to securely access and use the systems and

information they need to perform their job functions, regardless of where they are
located. For more information on the Work From Anywhere effort, please visit this
page: http://vww..internal. nrc.gov/ois/working-aniyvhere.lhtml.

In addition to installing these "virtual workplace" capabilities, OIS is also preparing to
upgrade agency desktops to Microsoft Office 2007. This is a significant step for our
computing resources, and will improve information sharing, data gathering, and
communication internally and with external stakeholders. Look for the agency-wide
roll-out to begin in February.

Happy Holidays
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Finally, with the holiday season upon us, I hope you all will be able to spend some time
with friends and family. Working for the government, we are more fortunate than many
people this year, so I hope that you will consider giving something back through the
Combined Federal Campaign, or some other way, if you have not already done so. I am
on travel this week and I suspect that many of you will be off next week, so let me take
this opportunity to mention that the entire agency had a great year and I truly appreciate
the dedication and effort you have put forth to make that success possible. What's most
impressive to me is that we're getting better every day. You're an inspirational group of
people and I'm thankful to have the opportunity to work with you. Happy Holidays.

Last Modified: December 17, 2009 11:47 AM

Content maintained by EDO WebAdmin.Resourceah.nrc.gov

httn://nortal.nrc. Lov/edo/staff/EDOUpdates/EDO%20Updates%2OArchive/2OO9- 1216.html 03/28/2013



Rakovan, Lance

From: Landau, Mindy
Sent: Wednesday, April 28, 2010 2:36 PM
To: Rakovan, Lance
Subject: FW: Safety culture plans - a thought

We can work on this over the next few weeks. At the SLM, updating office action plans came up. Since these
are living documents, Darren suggested we could let the offices update them, load them to their websites, and
we could link to them (and link their site to ours). That way all the plans could be updated by the offices
themselves, and we'd be sure to have the most recent version.

----- Original Message ----- -
From: Ash, Darren
Sent: Wednesday, April 28, 2010 9:36 AM
To: Landau, Mindy
Subject: Safety culture plans - a thought

Rather thank ask offices/regions for monthly updates, perhaps easier to simply link to their site/plan. I also
don't think we need to do Sharepoint.

Also suggest having a link from the office site to ours/oedo.

I



Rakovan, Lance

From:
Sent:
To:
Subject:
Attachments:

Follow Up Flag:
Flag Status:

Landau, Mindy
Friday, May 14, 2010 3:05 PM
Rakovan, Lance
OIG Safety Culture and Climate Survey Agencywide Actions
SLM Agencywide Actions FOLLOW-UP 1 21 10 (4).doc

Follow up
Completed

Please use this version to post and date it - thanks

I



Agency-Wide Activities Undertaken Following the Recent Senior Leadership Meeting
(SLM) on Internal Safety Culture

Direction: Place more emphasis on Open, Collaborative Work Environment (OCWE)
communications and programs, and identify and implement more effective tools for
communicating with all employees on OCWE, as well as emphasizing their connection to the
mission, including corporate and support offices.

Actions:
" EDO routinely addressing OCWE in communications with staff (e.g., EDO updates,

NRC Reporter, all-hands meetings), managers (e.g., monthly senior management
meetings),and external audiences (e.g., RIC)

* OCWE page added to OEDO internal web site
* OE working on clarifying differences between OCWE, safety culture and SCWE
* OCWE addressed in Commission paper on safety culture

Direction: Place more emphasis on the Knowledge Management strategies related to capturing
the knowledge of retiring employees and others moving around the agency.

Actions:
* KM Fair
" Enhanced Knowledge Center website
* KM video
* Resurgence of the mentoring program

Direction: Place more emphasis on "staying connected" for those offices remotely located at
HQ

Actions:
* Supporting celebration of KM fair and other events at remote locations; EWRA offers

refreshments to other locations to celebrate agencywide activities
• Promoting enhanced use of and support for collaborative tools and services across

the agency, e.g., virtual meetings, videoconferencing, communities of practice, and
team and collaborative sites

• Plans for HQ consolidation (3WFN)

Direction: Look for ways to enhance internal communication mechanisms.

Actions:

- Pilot of E-Daily Notes
* Listening sessions with staff
* Exploring possibility of video EDO messages on certain key issues
* OIS exploring access to social media sites

Direction: Identify and implement more effective tools for communicating expectations from
management, for giving more timely feedback on performance and for communicating rationale
for agency-wide decisions.

1/21/10
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Actions:
" Leaders Academy training for supervisors on importance of feedback, etc.
* Lean Six Sigma project recommendations on SECY paper up-front alignment, new

process

1/21/10



C-U.S.NRC
UNITED STATES NUCLEAR REGULATORY COMMISSION

Protecting People and the Environment

Office of Inspector General
Safety Culture and Climate Survey

2012 Entrance Meetina
2012~~i/t (nrne2etn

Michael Weber
Deputy Executive Director

Materials, Waste, Research, State, Tribal,
and Compliance Programs

Thank all of you for participating in today's entrance meeting; whether here
physically or attending remotely. The larger NRC management participation
may be unusual for an OIG entrance meeting, but entirely fitting given the
subject at hand - the 2012 OIG Safety Culture and Climate Survey.

This survey will be the fifth survey since the first one was initiated in 1998.

NRC faces a dynamic environment today, both externally (e.g., increasing
workload, Fukushima lessons learned, new reactors, etc.) and internally (e.g.
TABS, slow down in hiring, etc.).

In this dynamic environment, there is enormous value in a systematic and
periodic agency-wide survey.

Every NRC employee contributes to the NRC's safety mission (including the
corporate and support staff offices) and therefore has valuable perspectives
and input that we hope they will share as part of this survey. And I want to
encourage all managers to convey this message to all employees.

I
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2009 Results - Proud of "
Our Accomplishments

* Highest ever participation rate
- Most categories showed improvements

from previous results
" Most categories compared favorably

against industry indices
" Focus on maintaining strengths

2

Overall, there were several trends from the overall survey results that were very
positive:

-Highest ever participation rate (87%)

-All but one category had more positive responses from 2005, and even more significant
increases when compared with 2002 and 1998 results.

-When compared against the U.S. Research & Development norm, all categories had
more positive responses.

-When compared against U.S. High Performance norm, most categories had more
positive responses.

Strong positive results in job satisfaction - feeling fulfilled and considering their job to be
important.

Strong positive results in engagement - belief in goals/values of the organizations,
sense of belonging, pride, attachment to the organization, etc. Employees feel
connected to the mission and their role in supporting the mission.

Improvements in every question in the Open Collaborative Work Environment
category-many double digit.

Key strengths to maintain from contractor's report: Workload and support, quality focus,
training and development, performance management, and OCWE.

Appreciate contractor's support in providing office specific data files and reports and
conducting workshop to show office contacts how to analyze the results and develop
effective action plans. Very useful and beneficial.

2
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2009 Results - Where
Could. We Improve?

* Opportunities for improvement identified
by survey report

* Common themes when compared to
Internal Safety Culture Task Force results

* Subgroup trends

3

Key opportunities for improvement identified by survey report:

*NRC Image - holding all employees to the same ethical standards

-Training and Development - availability of classes and personal workload interfering
with ability to attend training

-Communication - NRC public Web site, ADAMS, EDO Updates not viewed as
favorably as in 2005

-Organizational Change - concern about the future of the nuclear industry and frequent
changes of one's .supervisor

-Empowerment - management trusting employees' judgment

Staff conducted an analysis of the survey results against findings from the Internal
Safety Culture Task Force, which was set up during 2008-2009 to identify ways to
improve the agency's safety culture. That analysis identified several areas common to
both sets of results that warrant continuous focus:

-Continued negative perceptions of effectiveness of differing views processes and
potential negative consequences for engaging in these processes.

-Not sacrificing quality in order to meet established metrics or to satisfy a personal or
political need.

-Knowledge management

-Minimizing negative impacts due to supervisor turnover

Administrative/support functions and several corporate support offices had less positive
responses across multiple categories (although improved from 2005 and still fairly
positive overall).

3
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2009 Results - What Did We Do?
" Agency wide actions

- Emphasis on Open, Collaborative Work Environment
(OCWE)

- Knowledge management strategies

- Focus on "Stay connected" for HQ remote offices

- Improvements to internal communication mechanisms

- Enhance management communications on
expectations and feedback

" Office level actions T

4

-Placed more emphasis on OCWE communications and programs and each employee's connection to the
mission, including corporate and support offices. Examples: EDO and management communications;
continued outreach through training, all hands meetings, and seminars; OCWE webpage enhanced; OCWE
champions in each office; NRC Team Player success stories; and making closed non-concurrences available
on the internal web site.

-Emphasis on Knowledge Management strategies to capture knowledge of retiring employees and others
moving around the agency.

*"Staying connected" efforts (e.g., support celebration of events at remote locations, promote enhanced use
of and support for collaborative tools and services across the agency, regular updates on 3WFN
consolidation).

-implemented a number of improvements to internal communication mechanisms (e.g., NRC Reporter,
intranet page)

-Enhanced management communications regarding expectations and providing feedback (e.g., Leaders
Academy training for supervisors on importance of feedback, Lean Six Sigma project recommendations on
SECY paper up-front alignment).

-Offices received individual scores.(if above certain size threshold) and analyzed them to identify office
specific trends. Many developed action plans. Some examples:

oOS - developed new IT/IM strategic plan which has helped OIS staff better understand how their
work contributes to the agency
-RII - developed focused actions specifically in the area of performance management, including
training and use of checklists and measures
*NRR - all supervisors took Difficult Conversations course and held office wide OCWE seminar
*NRO - developed tool for transitioning supervisors to minimize impact on staff
*FSME - improved communications in a variety of formats, including electronic suggestion box
-RES - communications in office newsletter highlighting ways survey input being put to use

4
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Federal Employee
Viewpoints Survey

Uh ..t lcs oWr
* NRC top performer in 2011 Office of Personnel

Management (OPM) government wide survey

- Ranked #1 in four broad assessment
categories

* NRC ranked #2 in "Best Place to Work" for large
agencies by Partnership for Public Service

* Analysis of results and action plans underway

5

The Office of Personnel Management conducts an annual government wide survey of
federal employees. Although this survey doesn't specifically focus on safety culture, it
does provide indications of the broader organizational culture and overall organizational
climate. In the 2011 survey, NRC ranked the highest in the four broad assessment
categories, which include leadership and knowledge management, result-oriented
performance culture, talent management, and job satisfaction.

The Partnership for Public Services is an organization that analyzes the results from the
OPM survey to determine rankings for best place. to work in the federal government.
Based on the 2011 survey results, NRC was ranked #2 for large agencies. The agency
has been ranked number 1 or 2 for the past 5 years.

We are proud of these strong results. Consistent with our past practice, we have
conducted a thorough analysis of the data and have actions underway to address areas
for improvement. Some examples of actions being taken are encouraging innovation
and focusing on improvements to how we implement performance management.

5
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Agency's Safety Culture - Recent
Accomplishments & Focus Areas
" Integration of safety culture activities within larger

organizational culture context
* Establishment of agency wide Agency Culture

Advisory Group to facilitate ownership and buy in
" Maintaining focus on mission and commitment to

organizational values and OCWE
" Focus on continuous improvement --

Several offices have been working together closely to coordinate initiatives and activities
to continue to strengthen our overall organizational culture. We recognize that safety
culture is an integral and integrated part of the organizational culture within the agency,
and the two areas are interdependent.

In addition, we recognize the importance of buy in and engagement from all corners of
the agency. We set up an agency wide Agency Culture Advisory Group last fall, made
up of managers and senior staff throughout the agency. Their role is to provide input,
feedback, and advice on activities that could shape and impact the agency's
organizational culture, including safety culture.

We have re-emphasized the importance of maintaining focus on our agency's mission,
on our organizational values, and on OCWE. The EDO has reaffirmed this message.
recently. Other senior managers throughout the agency have also taken actions to
reaffirm their commitment to this focus to their staff.

Finally, the agency has a longstanding history of promoting areas that comprise a
positive safety culture, and we will continue to identify ways to continuously strengthen
the safety culture within the agency to ensure we continue to successfully achieve our
mission. This is particularly important in our current operating environment and some of
the challenges we are facing as an organization. The OIG survey provides a very
valuable means for us to gather input directly from the staff in informing our focus in this
area.

6
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2012 Survey -

Listening to our Employees
Wk•e're listeelrg!.

* Explain importance and encourage
participation

- Seeking feedback and insights on current
organizational & safety culture and climate

* Commitment to listening and responding to
employee feedback

* Every voice counts!
7

As the survey contractor indicated in their presentation of the results last time,
the high participation rate was driven in part by the staff's belief that the agency
would fully consider their insights and feedback on the survey and take
appropriate improvement efforts.

Emphasize importance of providing their thoughts and feedback, to help guide
the agency in focusing its continuous improvement efforts, particularly given the

• dynamic environment we currently work in and the stressors we face.

-Recognize the challenging environment the agency has been operating in
(e.g., flat budget, pay freezes, increasing workload) and the changes the
agency is going through (e.g., consolidating of functions to improve efficiency
and effectiveness).

-in addition, recent events have raised questions regarding the work
environment in the agency.

-Given these challenges, this survey will provide very a very important and
timely "pulse" or our agency's organizational and safety culture and climate.

-Where are we now compared to where we have been in the past?

-What has been the impact, if any, of these challenges?

*What is the current "health" of the environment for raising concerns?

-Does there continue to be clear differences in the perspectives of
admin/corporate support staff versus technical staff (particularly
important giving the TABS context)?

Indicate management is committed to reviewing the results and taking actions
based to address the results, as has been done in the past. 7
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Rakovan, Lance

From:
Sent:
To:
Subject:
Attachments:

Landau, Mindy
Monday, May 07, 2012 2:09 PM
Rakovan, Lance
2009 - Agencywide activities 4.22.10.doc
2009 - Agencywide activities 4.22.10.doc
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Agency-Wide Activities Undertaken on Internal Safety Culture

Direction: Place more emphasis on Open, Collaborative Work Environment (OCWE)
communications and programs, and identify and implement more effective tools for
communicating with all employees on OCWE, as well as emphasizing their connection to the
mission, including corporate and support offices.

Actions:
* EDO routinely addressing OCWE in communications with staff (e.g., EDO updates,

NRC Reporter, all-hands meetings), managers (e.g., monthly senior management
meetings),and external audiences (e.g., RIC)

" OCWE page added to OEDO internal web site
" The senior leaders were given OCWE training at the Fall 2009 SLM and another

OCWE course will be piloted with the Leadership Potential Program participants
• OE working on clarifying differences between OCWE, safety culture and SCWE
* Developing approach for increased presence of corporate/support offices during

Commission meetings
* OCWE addressed in Commission paper on safety culture

Direction: Place more emphasis on the Knowledge Management strategies related to capturing
the knowledge of retiring employees and others moving around the agency.

Actions:
* KM Fair
o Enhanced Knowledge Center website
* KM video
" Resurgence of the mentoring program

Direction: Place more emphasis on "staying connected" for those offices remotely located at
HQ

Actions:
* Supporting celebration of KM fair and other events at remote locations; EWRA offers

refreshments to other locations to celebrate agencywide activities
" Promoting enhanced use of and support for collaborative tools and services across

the agency, e.g., virtual meetings, videoconferencing, communities of practice, and
team and collaborative sites

* Plans for HQ consolidation (3WFN)
0 Holiday Gala (December 18)

Direction: Look for ways to enhance internal communication mechanisms.

Actions:

• Automated E-Daily Notes
* Listening sessions with staff
* Exploring possibility of video EDO messages on certain key issues
• OIS planning access to social media sites
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Direction: Identify and implement more effective tools for communicating expectations from
management, for giving more timely feedback on performance and for communicating rationale
for agency-wide decisions.

Actions:
* The last SES CDP class developed tools for communicating performance

expectations, giving timely feedback and enhancing employees' understanding of
how they fit into the Strategic Plan and mission. These tools will be incorporated into
the Leaders Academy curriculum

* Lean Six Sigma project recommendations on SECY paper up-front alignment, new
process

1/21/10



ýS-UMiMARY SENIOR LEADERSHIP MEETING 2009
M. Weber's clean copy

Key Messages

" The Senior Managers thank you for your participation in the OIG
Safety Culture & Climate Survey and the many other ways that NRC
employees provide feedback. Because of the high participation rates,
we now have a more accurate idea of how well we are doing as an
agency and where we can improve.

" The results from the OIG Safety Culture and Climate Survey, the
recent Commission meeting on Equal Employment Opportunity,
OPM's Federal Employee Viewpoint Survey, and other indicators
confirm that the NRC is doing very well and is a Best Place to Work.
We should celebrate our strengths and successes and thank each of
you for your personal and collective contributions to success.

" By building on these strengths and successes, we need to continuously
improve, avoid complacency, and help make the NRC an even better
place to work.

" As part of this continuous improvement and based on our assessment
of your input, the Senior Managers recommitted to the theme and
importance of an Open, Collaborative Working Environment
(OCWE), which is inclusive of safety culture. By living our
organizational values, we can develop an even better OCWE is
consistent with "world class" workplace we aspire to be. OCWE is
inclusive of the entire staff, and exhibits the characteristics and safety
culture of a high performing organization.

* Based on our review of the OIG Safety Culture and Climate Survey,
the Internal Safety Culture Task Force, and other results, the Senior
Managers agreed we could improve our OCWE by taking certain at an
agency wide level, as well as actions that should be taken at an
Office/Regional level. We will focus on a critical few items rather
trying to address every area.



Themes

Certain themes became apparent from the data that build on the five
themes identified by the Internal Safety Culture Task Force. They are as
follows:

" There is not a widespread understanding of the definition of the
terms internal safety culture and OCWE. There are challenges
around gaining an agency wide understanding of these terms
particularly with those staff less focused on mission direct work

" There is a need to communicate more effectively - not just
verbally, but in our behaviors. We need to ensure that each
employee knows how the work they do is helps to accomplish the
mission of the agency.

" There are numerous subcultures in the agency and we must
communicate with them about safety culture and OCWE in terms
they can relate to.

" There is some confusion in the staff around the balance between
quality and work productivity and prioritization of work activities.

* There are staff concerns about the availability of training (two
components - availability of courses themselves and the ability of
staff to actually free themselves up to take the training).

" There are staff concerns about supervisor chum (first line
supervisors in particular). First line supervisors are key players in
effectively communicating with staff on expectations,
performance, safety culture, and OCWE issues.

Possible Alency Wide Actions

Placing more emphasis on the Knowledge Management strategies
related to capturing the knowledge of retiring employees and
employees who are transferring between programs or promoted.
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" Placing more emphasis on "staying connected" for those offices
remotely located at HQ.

* Communicating internally more effectively.

* Placing more emphasis on our OCWE communications and
programs

* Identifying and implementing more effective tools for
communicating with all employees on OCWE and their connection
with and contribution to the mission.

" Identifying and implementing more effective tools for
communicating expectations from management, feedback on
performance and on rationale for agency wide decisions.

Other Focus Areas

* We should keep accomplishing our safety and security mission, which
we are doing well.

Enhance agency performance on budget execution. Our core mission
is going so well we can focus on other things like budget execution to
improve procurement and reduce carryover.

Consider "Integrated Impacts" in planning and implementing our
programs. For example, determine the cumulative impact of a number
of separate rules, etc., that could become a burden on the industry and
other stakeholders.

* Control overhead costs. As the agency has grown during the last
several years, the percentage of agency resources categorized as
overhead has also increased. Are we properly characterizing these
resources and how can we best control them to accomplish the
agency's mission?

" Enhance succession planning. Right now things are working well, but
a significant turnover would challenge us.

3



Work in Process

" Safety Culture Training for supervisors is being launched

" Focus groups - will be utilized to further clarifying issues identified in
the survey and offices will be asked to participate

" OCWE training - Will be piloted at the next LPP class and then
expand as necessary after cross walking to current training

Possible Next Steps

" Individual Office initiatives/plans for following up on the OIG
Safety Culture and Climate Survey Results

" Identification of which of the local initiatives should have an
agency wide focus

" Explore ideas from the survey that the Internal Safety Culture
task force didn't address

" Build safety culture and OCWE into Strategic Plan and
Performance Measures

" Share Best Practices (Community of Practice in the Knowledge
Center?)

" Coordination of KM, diversity and other various ad hoc activities
in response to the OIG Safety Culture and Climate Survey
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February 2009

COMMUNICATION PLAN
2009 OFFICE OF INSPECTOR GENERAL 2009 SAFETY CULTURE

AND CLIMATE SURVEY

PURPOSE

The purpose of this communication plan is to: (1) outline an effective strategy for communicating
and coordinating with NRC employees regarding the administration of the 2009 Office of
Inspector General (OIG) Safety Culture and Climate survey to maximize their participation and
understanding of the survey; and (2) communicate accomplishments achieved as a result of the
2005 OIG Safety Culture and Climate Survey.

BACKGROUND

Since 1998, the OIG has worked with a contractor to conduct a survey approximately every
three years of NRC's workforce to:

* Measure the NRC's safety culture and climate,
* Compare results to previous studies of NRC employees, and
* Compare results to U.S. government and national benchmarks.

The survey includes a qualitative phase, where a random sample of NRC employees and
managers are interviewed, and a quantitative component, consisting of a survey administered to
all NRC employees. Since the 2002 survey, the OIG issued a final report identifying "key areas
for improvement" and recommended areas of focus for NRC senior management.

After the 2005 survey, the contractor, ISR, hosted "Results to Action" workshops for NRC staff
to aid in the creation of action plans. Thus, in addition to agency-wide efforts, many Offices and
Regions took actions to address specific organizational issues raised by the survey.

KEY MESSAGES

GENERAL

" Your input is important. Agencywide and individual Office/Regional management took
actions to address the results of the 2005 survey (see attached list) and you can expect
similar improvements and changes to be made as a result of this survey.

* All staff at the NRC contribute to safety, either directly or indirectly. Even if you do not feel
that you have a direct connection to safety, you are helping to contribute to our safety
mission.

" High staff participation is important for the success of the survey and to ensure we receive
the broadest staff input possible.



FOR MANAGEMENT

" Management at all levels should encourage all staff members to participate.

* Management at all levels are encouraged to communicate their specific actions as a result
of previous surveys and to come up with unique ways to boost participation rates.

" During the survey period, management will be encouraged to monitor participation rates,
and communicate any areas of low participation to management.

AUDIENCE
All NRC management and staff.

COMMUNICATION TEAM

Mindy Landau 301-415-8703
Lance Rakovan 301- 415-2589
Veronika Medina 301-415-1790

COMMUNICATION TOOLS

Ideas discussed to help encourage survey participation:

* OEDO will be requesting that Offices/Regions designate Survey Champions to be points of
contact for the survey and related activities.

" OEDO will consolidate information on both agencywide actions in response to the 2005
survey, as well as a few office/region-specific examples to share with staff.

* "Did you know..." posters in elevators and/or on the intranet with quick survey
facts/messages.

* Video from Bill Borchardt to promote survey.

* NRC Reporter articles

* EDO Updates

* Realtime return rate information

* Encouraging offices/branches/etc. to come up with original ideas to motivate staff to
participate (e.g., contests, pledges)

• Ask offices/regions to set aside specific times for staff to complete the survey

* Hand out flyers the first day of the survey
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ACTION PLAN

The OEDO and OIG will conduct the following agency-wide activities in preparation for specific
OIG survey activities:

EDO OIG ISR ACTIVITY PLANNED OR
LEAD LEAD LEAD COMPLETED

DATE
X X X 2009 OIG Safety Culture & Climate Survey 01/06/2009

Entrance with OIG, ISR (contractor),
Offices, Regions

X Solicit comments and improvements from 1 & 2/09
Offices and Regions for the Survey

X NRC Reporter article
X Conduct onsite interviews and focus 02/13-11/2009t

groups
X EDO Update that focuses on the Agency's

action items and accomplishments since
the 2005 survey

X X Pre-test online survey (content and 04/15-17/2009
functionality)

X Administer Survey 05/04-22/2009
X Report results to the Inspector General 06/26/2009
X Report results to NRC Management 07/17/2009
X Report results to NRC employees 08/11/209

X Publish final report August 2009
X EDO Update
X Formulate action items based on OIF

report recommendations
X Develop new communication plan on

implementing recommendations

EXPIRATION AND FINAL CLOSE-OUT

This Communication Plan will expire when the final 2009 OIG Safety Culture Survey and
Climate report is released and communicated to employees.

A new communication plan will be developed to capture and implement recommendations from
the 2009 OIG survey.

Q's & A's

Q.1 Why hasn't the NRC developed its own survey to assess its safety culture and
climate?

A.1 The NRC believes that the use of an independent organization is the most objective way
to determine employee's attitudes while ensuring anonymity. NRC management
believes that IG survey does a good job of accessing the agency's safety culture
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climate, and ISR is a recognized expert in conduction surveys. If the survey results
reveal that further surveys are needed in a number of more focused areas, NRC would
consider developing its own additional surveys and/ or focus groups.

Q.2 Why can't the survey reveal results down to the smallest organizational level,
which would give more insight into exactly where problems reside?

A.2 The contractor has advised us that in order to assure anonymity, the threshold of an
organizational component must be at least ten respondents. Therefore, organizations
that have less than ten employees must be combined with other organizations in the
analysis.

Q.3 What is Safety Culture?

A.3 The term "Safety Culture" often refers to having a "safety-first focus." Some attributes of
a strong safety culture are: conservative decision-making, procedural adherence,
questioning attitude, and "safety conscious work environment" (where employees are
encouraged to raise concerns without fear of retaliation and the management effectively
responds to them.)
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KEY RECOMMENDATIONS/ ACCOMPLISHMENTS
FROM 2005 IG SAFETY CULTURE SURVEY

Since the last survey, the NRC improved its scores in virtually every category from the 2002
scores. The most significant gains were in the areas of Communication, the NRC Mission, the
Strategic Plan, and Employee Engagement. Other areas that also showed significant
improvements were: Recruiting, Development & Retention and Management Leadership. NRC
employees also expressed a strong view that the NRC is vital to our country's safety and
security.

Improve internal communications
* The Agency established communications positions in many offices to help implement

communication improvements.
* NRC has enhanced the use of communication plans as well as their guidance for their

use.
• The Communication Council keeps serving as a forum to test new ideas, coordinate and

implement best practices for internal communication and helps with the launch of new
products that adds value across the agency. The Communication Council was created
in November 2003 and has been meeting monthly ever since.

* NRC has established a standard identification for its publications as well as for its
products. All NRC products have been branded with a new logo and tagline: Protecting
People and the Environment

* The Agency established a Knowledge Management Program to capture and document
employees' knowledge and insights before retirees leave. As part of the Knowledge
Management Program, the EDO's office along with OIS help, launched a Virtual
Meeting Pilot Program in September 2008 where people can host two types of
meetings. The first type is called GoToMeeting where it can accommodate up to 25
participants and the second type is called GoToWebinar, which can accommodate up to
1,000 participants.

* In order to keep up with the technological advances, the NRC started to explore various
social media tools including Communities of Practice, videos, podcasts and blogs.

Management leadership skills

* The EDO is the advocate for effective management leadership in the NRC.
* The leadership development program was developed and has been going through a

series of revisions that have helped to improve the program. NRC has started to plan for
a leadership academy that would use OPM competencies as a basis for training
curriculum.
NRC has a variety of development programs and training opportunities such as LPP,
SESCDP, ELS as well as external self-study courses that help in the formation of new
supervisors and team leaders.
The NRC continued the Employee concerns program through DPOs (Different
Professional Opinions), the non-concurrence process, the open door policy and the
emphasis on informal discussions.
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ACTIONS FROM 2005 IG SAFETY CULTURE SURVEY
EXAMPLES FROM INDIVIDUAL OFFICESIREGIONS

NRR
* Offered seminar for supervisors and staff, "Fostering a More Meaningful Appraisal Process"
" Revised ADM-503, New Employee Orientation and Training Guide, to include information

on the appraisal process
• Revised secretarial E&S to provide consistency within grade/across divisions and ensure

personnel understand basis for performance evaluation
* Offer seminar periodically for supervisors, "Enhancing Communications"
* Initiated bi-monthly Lunch 'N Learn for staff with NRR Executive Team on topics suggested

by staff
* Offered book discussion groups by Associate Director with supervisors on "Difficult

Conversations"
" Responded to administrative staff concerns' by briefing technical staff on the correct use of

processes (DPR)
* Established periodic OD meetings with secretaries on topics of interest and their

contribution to the mission
* Developed an Administrative Training Program, ADM-505, demonstrating the value the

Office places on their role in meeting the mission
* Facilitated sharing of best practices and discussion of topics of interest among secretaries

by initiating NRR Monthly Administrative Newsletter and launching the NRR Secretaries
webpage

* Streamlined work processes and improved the quality, quantity, and consistency of work by
applying Lean Six Sigma to survey concerns (DLR)

" Promoted Reactor Regulation Awareness Seminar on Ways to Raise Concerns, NCP, DPO
(included in training programs for all staff)

* Updated ADM-200, Delegation of Signature Authority, to reflect EDO's pilot
Nonconcurrence Policy

* Issued ADM-506, Knowledge Management Process, to establish the process to capture
critical knowledge from a subject matter expert

• Communicated the status of NRR's Corrective Action Program (CAP) via the CAP
Coordinator's briefing of thirty branches in CY07

* Use NRR newsletter to illuminate how safety decisions were made
* Many divisions:

o established regularly scheduled division meetings,
o created division newsletters,
o devoted division meetings periodically to the DPO and NCP processes,
o revised and updated mission statements to maintain this survey strength of staff

awareness of the statements, and
o scheduled directors and/or deputies to meet with branches.

Region I

Region I established a team to ensure that: 1) the OIG survey data was analyzed at both the
region and division organizational levels; 2) actions were identified where needed; 3) the
findings and planned corrective actions were conveyed to the staff; and, 4) proposed actions
were championed in the divisions. The team not only completed a thorough evaluation of the
OIG survey data and developed proposed actions to address targeted areas for improvement,
but also identified areas where good behaviors and practices were already contributing to a
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positive safety culture in Region I so that those behaviors and practices could be further
leveraged. Division-specific action plans were developed to customize efforts and achieve a
more focused and targeted set of corrective actions.
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CP 0Rakovan. Lance

From:
Sent:
To:

Cc:

Subject:
Attachments:

Ordaz, Vonna
Monday, September 14, 2009 5:01 PM
Boyce, Thomas (OIS); Caputo, Guy; Carpenter, Cynthia; Collins, Elmo; Collins, Sam;
Greene, Kathryn; Johnson, Michael; Kelley, Corenthis; Leeds, Eric; Reyes, Luis;
McDermott, James; Miller, Charles; Howard, Patrick; Satorius, Mark; Sheron, Brian;
Weber, Michael; Zimmerman, Roy; Casto, Chuck; Cohen, Miriam; Dapas, Marc; Dean, Bill;
Haney, Catherine; Holahan, Gary; Corbett, James; Lyons, James; Magruder, Stewart;
McCrary, Cheryl; McCree, Victor; Pangburn, George; Pederson, Cynthia; Plisco, Loren;
Schaeffer, James; Wiggins, Jim; Williams, Barbara
Borchardt, Bill; Virgilio, Martin; Mallett, Bruce; Ash, Darren; Mamish, Nader; Landau,
Mindy; Rakovan, Lance; Andersen, James; Ellmers, Glenn; Rihm, Roger
OPPORTUNITIES - RESULTS TO ACTION WORKSHOPS
Training Info NRC OIG 2009 Safety Culture and Climate Survey.doc

Offices and Regions,

As Lance Rakovan discussed at the most recent EDO Monthly Management Meeting, the Results to Action
Workshops to address the results of the 2009 NRC OIG Safety Culture & Climate Survey have been scheduled
for October 5-8 at the PDC in Bethesda, MD. The training each day will run from 8:30 a.m. - 3:30 p.m. (with 1
hour for lunch).

These workshops are given by the survey contractor, ISR, to aid the NRC in getting the most out of the results
of the survey by focusing on data manipulation and the creation of action plans. We are hoping that the
Regions and the larger offices will send at least one analyst (a staff member who should be computer-savvy as
they will be trained in analyzing the survey results) and one champion (a staff member who should be adept at
coordination and motivation as they will be trained in using the survey results to potentially create action plans)
to the training. Smaller offices may want to send a representative or two, however keep in mind that the
results of smaller offices will most likely be combined, so data analysis will be more difficult.

The schedule will be as follows:

Monday, October 5 & Tuesday, October 6, 2009
Monday - ISR contractors will instruct 10 analysts how to work with the software to read, understand, prioritize,
and manipulate the survey data.
Tuesday - ISR contractors will instruct 20 students (the analysts from Monday who will be joined by the
Champions of their respective offices/regions) on ways to utilize the data (including creating action plans, as
appropriate).

Wednesday, October 7 & Thursday, October 8, 2009
Wednesday - ISR contractors will instruct another group of 10 analysts how to work with the software to read,
understand, prioritize, and manipulate the survey data.
Thursday - ISR contractors will instruct 20 students (the analysts from Wednesday who will be joined by the
Champions of their respective offices/regions) on ways to utilize the data (including creating action plans, as
appropriate).

Please send staff names and the dates (Monday/Tuesday or Wednesday/Thursday) you would like them to
attend the workshops to Lance Rakovan who will be keeping track of attendance. In case you would like to
use the same staff that were involved with promoting the survey, the list of champions can be found on the
NRC intranet. If you have any questions, please e-mail Lance (301-415-2589) directly.

With your support, we can make the most out of the results of this survey! i4' , N' ,
1



. . .., .1 . .

NRC OIG 2009 Safety Culture and Climate Survey
Results to Action (RtoA) Workshop Proposed Training Schedule 2/

October 5 October 6 October 7 October 8

PDC Computer Lab E Available Available Available Available

PDC Computer Lab F Not Available Available Not Available Available

PDC Classroom C 1/ Available Available

1g Class participants will be issued laptops for use.

2/ OIG and OEDO have estimated that 40 NRC employees will participate in the RtoA
Workshop training sessions.

DAY I Monday, October 5, 2009 8:30 a.m. to 3:30 p.m. with 1 hour for lunch (6 Hours)
These two classes (total 10 students) will be for the technical representatives/analysts who will
manipulate and organize the survey data on the thumb drives. ISR contractors will instruct how
to work with the software, read, understand, prioritize, and manipulate the survey data.

Gary Berger will teach 5 students in PDC Computer Lab E
Dan Rubin will teach 5 students in PDC Classroom C

DAY 2 Tuesday, October 6, 2009 8:30 a.m. to 3:30 p.m. with 1 hour for lunch (6 Hours)
These two classes (total 20 students) will include the technical representatives/analysts (10) from
Day 1, who will be joined by the Champions (10). ISR contractors will instruct how to develop
action plans.

Gary Berger will teach 10 students in PDC Computer Lab E
Dan Rubin will teach 10 students in PDC Computer Lab F

DAY 3 Wednesday, October 7, 2009 8:30 a.m. to 3:30 p.m. with 1 hour for lunch (6 Hours)
These two classes (total 10 students) will be for the technical representatives/analysts who will
manipulate and organize the survey data on the thumb drives. ISR contractors will instruct how to
work with the software, read, understand, prioritize, and manipulate the survey data.

Gary Berger will teach 5 students in PDC Computer Lab E
Dan Rubin will teach 5 students in PDC Classroom C

DAY 4 Thursday, October 8, 2009 8:30 a.m. to 3:30 p.m. with 1 hour for lunch (6 Hours)
These two classes (total 20 students) will include the technical representatives/analysts (10)
from Day 3, who will be joined by the Champions (10). ISR contractors will instruct how to
develop action plans.

Gary Berger will teach 10 students in PDC Computer Lab E
Kim Martin will teach 10 students in PDC Computer Lab F



Rakovan, Lance

From: Virgilio, Martin
Sent: Monday, October 05, 2009 6:02 PM
To: Landau, Mindy; Rakovan, Lance
Cc: Ordaz, Vonna; Mamish, Nader; Carpenter, Cynthia
Subject: RE: URGENT - PLEASE CONVEY THESE MESSAGES AT THE RESULTS TO ACTION

WORKSHOP TOMORROW

Lance

If anyone of the participants has a question on this matter they are welcome to contact either Cindi or me.

Marty

From: Landau, Mindy
Sent: Monday, October 05, 2009 5:03 PM
To: Rakovan, Lance
Cc: Virgilio, Martin; Ordaz, Vonna; Mamish, Nader
Subject: URGENT - PLEASE CONVEY THESE MESSAGES AT THE RESULTS TO ACTION WORKSHOP TOMORROW
Importance: High

Lance,

Marty was at the Chairman's meeting this morning and wanted the offices to have the following messages on
the Survey results:
The Chairmaln is expecting each -officeto deveop an, action plan and report the efforts on implementation of the

plan to him.., The timeframe has not yet been established, but as the Senior Leadership Meeting's main focus
is on internal safety culture, and on sharing best practices, the timing can be discussed at that meeting (Nov.
17-19).

Also, at the SLM, we will be discussing the agency approach to the IG Safety Culture Survey findings (as
compared to the Internal Safety Culture Task Force Findings). The office-specific action plans should be
complementary to the agency plan (in that they should leverage, but not duplicate, each other).

If you could convey these messages to the Office Champions at the PDC tomorrow and Thursday morning,
that would be great.

Thanks!
Mindy

Mindy Landau
Deputy Assistant for Operations
Communication and Performance Improvement
Office of the Executive Director for Operations
U.S. Nuclear Regulatory Commission
301-415-8703
mindy.landau~cnrc.gov



Ash, Darren

From: Ash, Darren
Sent: Thursday, October 08, 2009 8:45 AM
To: Gold, Meg
Subject: RE: Safety Culture Survey Results

yep!

I appreciate the feedback. Have a great day!

From: Gold, Meg
Sent: Thursday, October 08, 2009 8:14 AM
To: Ash, Darren
Subject: RE: Safety Culture Survey Results

I thought your message was good, and you were positive (a good thing!). However, I really think that a
message similar to the one below would reinforce your words and show that we (OIS) are committed to acting
on what you said and are looking at areas where we can improve (as well as give people a better
understanding of the results of the survey).

On that note, I will send Terri (OIS Safety Culture rep) an email right now and suggest we prepare a draft for
Sharon (Safety Culture champion) or Tom to send asap. OK?

From: Ash, Darren
Sent: Thursday, October 08, 2009 7:39 AM
To: Gold, Meg
Subject: Re: Safety Culture Survey Results

Yes, please!

My messages at all hands ok?

From: Gold, Meg
To: Ash, Darren
Sent: Thu Oct 08 07:28:19 2009
Subject: FW: Safety Culture Survey Results

... and this was the one I was telling you about. Would you like me forward this "up the line" as a good
example of communication?
Thanks,
Meg

From: Boger, Bruce
Sent: Monday, October 05, 2009 4:42 PM
To: NRR Distribution
Subject: Safety Culture Survey Results

Data from the 2009 Office of Inspector General's Safety Culture and Climate Survey is in, and NRR's results
are impressive! Compared to NRR's results in 2005, the Office had statistically significant improvements in 12



.IV

out of the 17 survey categories: Continuous Improvement Commitment; Empowerment; Engagement; Job
Satisfaction; Management Leadership; NRC Image; NRC Mission and Strategic Plan; Open, Collaborative
Working Environment; Performance Management; Quality Focus; Supervision; and, Training and
Development. In the five remaining categories, we either had modest improvement or held our own.

NRC as a whole also has much to celebrate: compared with other high-performing organizations such as
Toyota and General Mills, the NRC is a benchmark leader in most of the categories. Additionally, NRR's
results compare favorably with the agency's.

We all have a role to play in helping the office to improve and to maintain our good results. You got us off to a
good start by taking the time to take the survey: NRR's 82% response rate gives authenticity to these results.
Our next step will be to analyze the data more closely, breaking down the results by divisions and by both
technical and administrative staff responses. We will not rest on our laurels. This analysis will help us
highlight what we are doing well so that we can keep doing those things, and identify opportunities to improve.
Look for more information as we further assess the data, but for now: thank you for your hard work which
helps NRR and NRC be high-performing organizations with engaged employees.
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.Safety Culture Climate Survey Followup Questions

The 2009 safety culture climate survey showed that OIG employees in
2009 generally found OIG to be a favorable place to work. However, in
comparison to NRC as a whole, high performing companies, and OIG in
2005, OIG's 2009 results suggest there may be opportunities for
improvement with regard to supervision and communication. Because
the 2009 survey offered only a broad level of insight into these areas,
OIG/AIGA is following up to try to obtain more specific information on
where staff feel there is opportunity for improvement. Please take time
to answer the following questions about (Section I) what you feel are
attributes of good supervision and communication and (Section II) how
well you think your various supervisors do in terms of these attributes.
In addition, please elaborate on your answers using the open ended
questions in Section III. Section IV seeks general demographic
information, which will be of help in reviewing the responses to this
survey.

I. Attributes of Good Communication/Supervision

Please rate the following attributes on a scale from 1 to 5 in terms of
their importance to you, with 1 being not at all important and 5 being
essential.
1 not at all important, 2 only slightly important, 3 quite important, 4 very
importance, 5 essential.

It's important that my manager:
" Communicates information to me from their management
" Provides feedback on my work
" Communicates audit policy changes to me (e.g., audit process,

report processing, AutoAudit)
" Tells me what he/she expects of me
" Is receptive to my issues/ideas
" Helps me resolve problems/issues



" Empowers me to do my job
" Facilitates a positive working environment
" Helps with my career development (e.g., ITP advice)
* Treats me fairly
* Provides me with news/current events regarding AIGA (e.g.,

staffing decisions, forensic auditing, other office changes)

II. Quality of Supervision/Communication in OIG/AIGA

Please use the following attribute lists to rate separately the quality of
supervision/communication you receive from those who supervise you:
(A) audit manager, (B) team leader, and (C) AIGA senior leadership.
Please review the attribute list for each category of supervision and
select from the 1 to 6 scale how well you think the supervisor addresses
these areas. A rating of 1 reflects strongly disagree and 5 reflects
strongly agree; 6 reflects not applicable.

1 strongly disagree, 2 disagree, 3, neutral, 4 agree, 5 strongly agree, 6
not applicable

A. My audit manager:
" Communicates information from their management
" Provides feedback on my work
* Communicates changes in audit policy to me (e.g., audit process,

report processing, AutoAudit)
* Conveys expectations of me
* Is receptive to my issues/ideas
* Helps me resolve problems/issues
* Empowers me to do my job
* Gives me challenging work
* Facilitates a positive working environment
* Helps with my career development (e.g., ITP advice)
* Treats me fairly



B. My Team Leader:
" Communicates information from their management
" Provides feedback on my work
" Communicates changes in audit policy to me (e.g., audit process,

report processing, AutoAudit)
" Conveys expectations of me
" Is receptive to my issues/ideas
" Helps me resolve problems/issues
" Empowers me to do my job
" Facilitates a positive working environment
" Helps with my career development (e.g., ITP advice)
" Treats me fairly
* Provides news/current events regarding AIGA (e.g., staffing

decisions, forensic auditing, other office changes)

C. OIG Audit Senior Leadership:

" Communicates information from their management
" Provides feedback on my work
" Communicates changes in audit policy (e.g., audit process, report

processing, AutoAudit)
" Conveys expectations of me
" Is receptive to my ideas
" Helps me resolve problems/issues
" Empowers me to do my job
" Gives me challenging work
" Facilitates a positive working environment
" Helps with my career development (e.g., ITP advice)
" Treats me fairly
" Provides news/current events regarding AIGA (e.g., staffing

decisions, forensic auditing, other office changes)



III. Please offer some narrative information to support the ratings
you assigned in section II

1. What do you feel works well in the Audit component with regard to
communication and supervision?

2. What specific things would you like to see done differently?

3. If you have any concerns that we did not address in the survey, please
elaborate here.

IV. Demographic Questions

Please circle the answer that applies.

1. My Grade Level is: 7 - 11; 12-13; 14 - 15

2. I have worked for the following number of years at NRC/OIG:
0-3; 4-6; 7-9; 10+



All hands Question & Answer Session

Offsites

1) How often will we have offsite meetings?
* Every 2 years

2) When is the next offsite meeting?
* FY 2011

3) What is the purpose/goal of the offsite meetings?
* Team building and Communication

Communicating Office Information

1) What is the AIGA's vision for the audit component?
•?

* Consider developing a vision statement at the next offsite

2) What are the AIGA's expectations of performance for staff and completion of audits?
" Goal to complete an audit in 6 months
* Follow IAGA business process
* Follow GAGAS

Training

1) How are individuals selected for leadership training?
" CIGIE leadership training course attendance is based on grade (GG 14s and 15s)
* Additional leadership training is available for no cost at PDC

Report Recommendations

1) Are you doing to address the 6 recommendations from this report? If so, how and when?
* Yes
* For example, made changes to the AlGA section of WAR

•?
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Safety Culture Climate Survey Results Lessons Learned:

1. Determine who will edit the draft report(s) and what type changes will be
acceptable.

2. Structure the report so that it is easily understood. Do not over generalize
or use inappropriate phrases that can be easily taken out of context. Work on the
inside cover letter to the report early and with ISR input to accurately and
concisely state the results.

3. Determine the type of document (draft report, final report, slides, fact
sheet, nothing) that will be made available to the Chairman, Commission, EDO
and Office Directors prior to the briefing. OIG front office decided not to release
the full report prior to the briefing. ISR and OIG developed a set of pre-briefing
slides.

4. Determine how the Chairman's conference room needs to be set up.
Refrain from requesting the Chairman or Commissioners switch seats or obtain
permission early on for any seating arrangement adjustments.

5. Determine who from OIG and ISR will speak and where they will sit.

6. Make sure that ISR's slides can be seen via teleconference.

7. Obtain telephone numbers for off site calls early so that the information
can be incorporated into ISR's presentation.

8. Develop a mechanism that will encourage participation and feed back
such as sending the e-mail address for questions early.

9. Coordinate early with the audio visual for the type set up that ISR will need
the telephone presentation

10. Telephones for regional calls during all NRC staff presentation.

11. If the contract contains the optional task for ISR to help offices after the
results have been disseminated, obtain a point of contact from offices to obligate
funds and obtain a description of the work that they want ISR to perform. Learn
what the project officer role should be during this phase to avoid conflicts of
interest.



1. What do you feel works well in the Audit component with regard to communication and
supervision?

Consistency: Off sites are effective ways to ensure staff hears a consistent message.

Teamwork and Leadership Development:
Opportunities to learn about leadership and training are valuable and beneficial (e.g. offsite,
other training).
Supervisors are supportive of staff development and training opportunities.

Environment/Culture:
Professional work environment; overall people are pleasant and respectful.
Open environment and communication up and down at team level is very good.
Open environment, professional, easy going atmosphere, and calm interactions.
Senior audit management sets a positive tone.
Managers are friendly and approachable.
Excellent performance is rewarded with bonuses.
Overall office has good morale which comes from above.
Team atmosphere is promoted in office.
People feel free to talk openly about their work/jobs.

Feedback:
Team leader continually seeks feedback to improve team efforts at communication and day to
day activities.
Oversight and feedback of work (e.g. workpapers) passed up and down the chain results in
solid work.
Supervisors provided timely and appropriately worded feedback on job performance.

Audit Status Meetings: Routine audit status meetings with management work well.

Team Meetings:
Team meetings are essential for communication between management and staff.
Team meeting are effective in communicating senior management direction to audit staff.
Team meetings work well.

All-hands Meetings:
All-hands meetings are a must to ensure information is communicated to everyone.
All-hands meetings work well.

WAR:
Keeps staff apprised of all teams' work.

Counterpart meetings:
Keeps audit staff aware of overlap with investigations. , \\



Empowerment: Audit managers are empowered to do.their job.

Team Leader Communication:
Team leader communicates information from weekly team leader meetings with ALGA.
Team leader presorts to the team what has happened at the team leader meetings with ALGA.

Audit Manager Communication: Communication is strong at the audit manager level.

AlGA Communication: AlGA communicates information directly to audit staff of through team
leaders as needed.



2. What suggestions do you have to change in the audit component with regard to
communication and supervision?

Feedback from Management:
Want meaningful input/feedback from senior management.
Difficult to anticipate management's wants as they change frequently for example, what is
accepted in one report may not be accepted in the next, which is confusing.
Better communication flow from top to bottom. Majority of information is relayed between staff
members instead of coming from management.
It is Important to provide feedback at all opportunities. Not just at appraisals time.

Feedback to Management:
Wish senior audit management would demonstrate sincere/genuine interest in feedback from
staff.
Have an outlet for staff to voice their concerns about management while staying anonymous.
Feedback in the areas of audit policy and planning seem to be ignored by management.

Methods for Communicating Office Information:
Would like consistency in delivery method for communicating office changes.
Ensure same message is consistently delivered and reiterated by all levels of management for
staff to feel fully informed.
Supervisors need to communicate with their employees more often so people don't learn things
through the grapevine.
Would like a central repository for office policies.
Would like emails that reiterate conversations between senior management and team leaders to
avoid misunderstandings and misstatements.
Changes in the audit process should be announced via email as soon as it occurs.
Although all-hands meetings are useful it would be more efficient to communicate information
(e.g. changes in office policy, hiring practices, job announcements) via other methods such as
WAR and/or email.

Training:
Selection of people for leadership courses is arbitrary.
No central repository for training class as you get promoted.
Would like team building exercises.

Meetings:
Meetings should be kept to a minimum.
Perhaps monthly all-hands meetings could take on an offsite style.

Senior Management Communication:
The AlGA and AIGI need to communicate about ongoing audits so that the AIGI can inform
investigators so that audits aren't compromised.



Changes in AlGA often seem to come out of nowhere for example, adding another audit team.
Senior management should explain rationale behind policy changes.
AlGA management has not identified or communicated a vision for the office; or articulated
expectations of performance for staff and completion of audits.
Would like quarterly updates (emerging issues and other matters on their radar) from IG/DIG,
similar to the EDO updates.
AlGA section of WAR is not usually very informative, suggest including overarching items
discussed in team leader meetings (e.g. breaking news, docked laptops, conference room
construction).

Culture and Atmosphere:
Team leaders do not convey a sense of team work among each other and seem to detest one
another. This negative behavior has created separation among teams.
Supervisors should be more aligned in key areas (e.g. job performance expectations, training
opportunities, business processes). This would bring consistency to the office and would make
transitions between teams easier on staff and management.
Audit managers could sometimes benefit from more involvement and guidance from their team
leaders.
Audit managers need to be more positive and willing to make decisions.
Audit managers seem to be indecisive and unable to lead.
People are reluctant to take advantage of the open door policy due to fear of reprisals or
concerns about stepping out of the chain of command.
Some of the rules can be rigid, but they're not unmanageable.

Technology:
Staff should become knowledgeable and use automated systems such as Outlook schedulers
and editing in Word.



3. What other suggestions (not related to communication or supervision) do you have for
improving the audit component?

Expressing Feedback:
Appreciates the opportunity this survey provided to express our concerns.
Overall this office should be commended on its efforts to improve the office by seeking staff
input in indentifying areas for improvement.
This survey is a step in the right direction, but sometimes it seems like staff's comments and
suggestions fall on deaf ears with upper management. Hopefully upper management could be
a little more progressive and open minded to new ideas.

Culture and Atmosphere:
We do not have the same opportunities or advantages as many other offices (e.g. rotations not
permitted, only recently allowed to telecommute).
Treating people fairly means giving everyone an opportunity to display their skills and talents. In
this office it's not what you know, but who you know.
Given the number of new hires and job transitions, it may be beneficial for the office to consider
another off-site or providing in-house training regarding team building and dealing with different
personalities.

Audit Process:
Better process for commenting on reports; confusing to have seven people comment at once.
Consistent style on workpapers among teams.
There are too many inconsistencies in the amount of detail that is found acceptable in
workpapers depending on which team you work on. There should be a common understand of
what is acceptable in a workpaper.
Put more of concerted effort into audit planning. Have a more rigorous and transparent process
for choosing audit objectives each fiscal year that is cognizant of the scope and complexity and
recognizes that it isn't realistic to expect one team to complete six large audits per fiscal year.
Would like to see more focused effort by senior managers to communicate their expectations
and ideas with respect to audit planning and emerging issues to facilitate the team's audit
planning efforts.

Senior Management Involvement:
If senior management requests AlGA staff to perform work that does not clearly support audit
objectives, particularly during the latter stages of an audit cycle, they should be capable of
explaining how the extra work relates to audit objectives and how the additional investment of
time and effort will add value to the final product. There's no profit motive in government,
however, we should all consider return on investment before we act- or direct others to act.

Miscellaneous:
Perform periodic review of all recent audit findings to look for trends.
It would really help if the temperature was regulated in the office.



Results Summary

All were generally considered important.. .The top 5 important attributes for management
communication/supervision:
Provides feedback on my work (22/26)
Treats me fairly (22/26)
Tells me what he/she expects of me (21/26)

Communicates information to me from their management (19/26)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(19/26)

Quality of supervision/communication from audit manager:
Provides feedback on my work (12/15)
Treats me fairly (11/15)
Tells me what he/she expects of me (12/15)
Communicates information to me from their management (11/15)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(9/15)

Quality of supervision/communication from team leader:
Provides feedback on my work (20/24)

Treats me fairly (19/24)
Tells me what he/she expects of me (18/24)
Communicates information to me from their management (22/24)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(18/24)

Quality of supervision/communication from Audit Senior Leadership:
Provides feedback on my work (9/26)
Treats me fairly (21/26)
Tells me what he/she expects of me (9/26)
Communicates information to me from their management (10/26)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(17/26)

Methods of Communicating Information:
Team meetings (23/26)
All-hands meetings (21/26)
Weekly activity reports (16/26)
Audit offsites (15/26)



Environment and Culture

Positive Areas Concerns
Professional and open work environment; Team Leaders
overall people are pleasant and respectful. Team leader are not working well together

creating separations among the teams and
Management is approachable and sets a inconsistencies in the process.
positive tone resulting in good morale.

Audit Managers
Audit managers are indecisive.

Management Feedback

Positive Areas Concerns
Staff is appreciative of the opportunities Staff wants management to listen to their
provided by management to give and receive feedback and take action on it.
feedback.

Staff wants meaningful feedback from
management as often as possible.

Training

Positive Areas Concerns
There are training opportunities for staff. Staff wants more team building training.

Staff wants defined and transparent training
guideline.

Communicating Office Information

Positive Areas Concerns
Team meetings and All-hands meetings work Staff would like AlGA to be transparent on
well and are an important means of office activities/information/expectations.
communication.

Staff would like consistency (e.g. via email) in
delivery method for communicating office
activities/information.



Environment and Culture

Positive Comments I Concerns

Office
* Professional work environment; overall

people are pleasant and respectful.
* Open environment and communication up

and down at team level is very good.
* Open environment, professional, easy

going atmosphere, and calm interactions.
* Team atmosphere is promoted in office.
* People feel free to talk openly about their

work/jobs.

Management
* Senior audit management sets a positive

tone.
* Managers are friendly and approachable.
• Excellent performance is rewarded with

bonuses.
* Audit managers are empowered to do their

job.
* Overall office has good morale which

comes from above.

Team Leaders
" Team leaders do not convey a sense of

team work among each other and seem to
detest one another. This negative
behavior has created separation among
teams.

* Supervisors should be more aligned in key
areas (e.g. job performance expectations,
training opportunities, business
processes). This would bring consistency
to the office and would make transitions
between teams easier on staff and
management.

" Consistent style on workpapers among
teams.There are too many inconsistencies
in the amount of detail that is found
acceptable in workpapers depending on
which team you work on. There should be
a common understand of what is
acceptable in a workpaper.

Audit Managers
* Audit managers could sometimes benefit

from more involvement and guidance from
their team leaders.

* Audit managers need to be more positive
and willing to make decisions.

* Audit managers seem to be indecisive and
unable to lead.

Process
* People are reluctant to take advantage of

the open door policy due to fear of
reprisals or concerns about stepping out of
the chain of command.

* Some of the rules can be rigid, but they're
not unmanageable.

* We do not have the same opportunities or
advantages as many other offices (e.g.
rotations not permitted, only recently
allowed to telecommute).

Fairness
• Treating people fairly means giving

everyone an opportunity to display their

/
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skills and talents. In this office it's not what
you know, but who you know.

Miscellaneous
* It would really help if the temperature was

regulated in the office.



Management Feedback

Positive Comments Concerns
i

Office
* Overall this office should be commended

on its efforts to improve the office by
seeking staff input in indentifying areas for
improvement.

* Appreciates the opportunity this survey
provided to express our concerns.

Management
* Team leader continually seeks feedback to

improve team efforts at communication
and day to day activities.

* Oversight and feedback of work (e.g.
workpapers) passed up and down the
chain results in solid work.

* Supervisors provided timely and
appropriately worded feedback on job
performance.

Mana-gement Giving Feedback
* Want meaningful input/feedback from

senior management.
* Difficult to anticipate management's wants

as they change frequently for example,
what is accepted in one report may not be
accepted in the next, which is confusing.

* It is Important to provide feedback at all
opportunities. Not just at appraisals time.

* Better communication flow from top to
bottom.

* Majority of information is relayed between
staff members instead of coming from
management.

Mana.gement Receiving Feedback
• Wish senior audit management would

demonstrate sincere/genuine interest in
feedback from staff.

* Have an outlet for staff to voice their
concerns about management while staying
anonymous.

* Feedback in the areas of audit policy and
planning seem to be ignored by
management.

* This survey is a step in the right direction,
but sometimes it seems like staffs
comments and suggestions fall on deaf
ears with upper management. Hopefully
upper management could be a little more
progressive and open minded to new
ideas.



Traininq

Positive Comments Concerns

Training Opportunities
* Opportunities to learn about leadership

and training are valuable and beneficial
(e.g. offsite, other training).

* Supervisors are supportive of staff
development and training opportunities.

Team Building
* Given the number of new hires and job

transitions, it may be beneficial for the
office to consider another off-site or
providing in-house training regarding team
building and dealing with different
personalities.

* Would like team building exercises.

Training Guidelines
" Selection of people for leadership courses

is arbitrary.
" No central repository for training class as

you get promoted.

Miscellaneous
* Staff should become knowledgeable and

use automated systems such as Outlook
schedulers and editing in Word.



Communicating Office Information

Positive Comments Concerns

Team Meetings
" Team meetings are essential for

communication between management and
staff.

" Team meeting are effective in
communicating senior management
direction to audit staff.

* Routine audit status meetings with
management work well.

" Team meetings work well.

All-Hands Meetings
" All-hands meetings are a must to ensure

information is communicated to everyone.
* All-hands meetings work well.

Audit Managers
* Communication is strong at the audit

manager level.

Team Leaders
" AlGA communicates information directly to

audit staff of through team leaders as
needed.

* Team leader communicates information
from weekly team leader meetings with
ALGA.

* Team leader presorts to the team what has
happened at the team leader meetings
with ALGA.

General Meetings
• Keeps staff apprised of all teams' work.
* Keeps audit staff aware of overlap with

investigations.

Consistency in Delivery Method
* Would like consistency in delivery method

for communicating office changes.
* Ensure same message is consistently

delivered and reiterated by all levels of
management for staff to feel fully informed.

* Supervisors need to communicate with
their employees more often so people don't
learn things through the grapevine.

• Would like a central repository for office
policies.

* Would like emails that reiterate
conversations between senior
management and team leaders to avoid
misunderstandings and misstatements.

• Changes in the audit process should be
announced via email as soon as it occurs.

* Although all-hands meetings are useful it
would be more efficient to communicate
information (e.g. changes in office policy,
hiring practices, job announcements) via
other methods such as WAR and/or email.

AlGA Transparency
* The AlGA and AIGI need to communicate

about ongoing audits so that the AIGI can
inform investigators so that audits aren't
compromised.

* Changes in AlGA often seem to come out
of nowhere for example, adding another
audit team. Senior management should
explain rationale behind policy changes.

* AlGA management has not identified or
communicated a vision for the office; or
articulated expectations of performance for
staff and completion of audits.

* Would like to see more focused effort by
senior managers to communicate their
expectations and ideas with respect to
audit planning and emerging issues to
facilitate the team's audit planning efforts.

* AlGA section of WAR is not usually very
informative, suggest including overarching
items discussed in team leader meetings
(e.g. breaking news, docked laptops,



conference room construction).

IG/DIG Communication
* Would like quarterly updates (emerging

issues and other matters on their radar)
from IG/DIG, similar to the EDO updates.

Miscellaneous
* Meetings should be kept to a minimum.
* Perhaps monthly all-hands meetings could

take on an offsite style.



Audit Process

Positive Comments Concerns

Report Process
* Better process for commenting on reports;

confusing to have seven people comment
at once.

Audit Planninq
* Put more of concerted effort into audit

planning. Have a more rigorous and
transparent process for choosing audit
objectives each fiscal year that is cognizant
of the scope and complexity and
recognizes that it isn't realistic to expect
one team to complete six large audits per
fiscal year.

Miscellaneous
* If senior management requests AlGA staff

to perform work that does not clearly
support audit objectives, particularly during
the latter stages of an audit cycle, they
should be capable of explaining how the
extra work relates to audit objectives and
how the additional investment of time and
effort will add value to the final product.
There's no profit motive in government,
however, we should all consider return on
investment before we act- or direct others
to act.

* Perform periodic review of all recent audit
findings to look for trends.



Results Summary

All were generally considered important.. .The top 5 important attributes for management
communication/supervision:
Provides feedback on my work (22/26)
Treats me fairly (22/26)
Tells me what he/she expects of me (21/26)
Communicates information to me from their management (19/26)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(19/26)

Quality of supervision/communication from audit manager:
Provides feedback on my work (12/15)
Treats me fairly (11/15)
Tells me what he/she expects of me (12/15)
Communicates information to me from their management (11/15)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(9/15)

Quality of supervision/communication from team leader:
Provides feedback on my work (20/24)
Treats me fairly (19/24)
Tells me what he/she expects of me (18/24)
Communicates information to me from their management (22/24)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(18/24)

Quality of supervision/communication from Audit Senior Leadership:
Provides feedback on my work (9/26)
Treats me fairly (21/26)
Tells me what he/she expects of me (9/26)
Communicates information to me from their management (10/26)
Communicates audit policy changes to me (e.g., audit process, report processing, AutoAudit)
(17/26)

Methods of Communicating Information:
Team meetings (23/26)
All-hands meetings (21/26)
Weekly activity reports (16/26)
Audit offsites (15/26)



Environment and Culture

Positive Comments Concerns

Office
* Professional work environment; overall

people are pleasant and respectful.
• Open environment and communication up

and down at team level is very good.
" Open environment, professional, easy

going atmosphere, and calm interactions.
* Team atmosphere is promoted in office.
" People feel free to talk openly about their

work/jobs.

Management
" Senior audit management sets a positive

tone.
* Managers are friendly and approachable.
* Excellent performance is rewarded with

bonuses.
* Audit managers are empowered to do their

job.
• Overall office has good morale which

comes from above.

Team Leaders
* Team leaders do not convey a sense of

team work among each other and seem to
detest one another. This negative
behavior has created separation among
teams.

* Supervisors should be more aligned in key
areas (e.g. job performance expectations,
training opportunities, business
processes). This would bring consistency
to the office and would make transitions
between teams easier on staff and
management.

" Consistent style on workpapers among
teams.There are too many inconsistencies
in the amount of detail that is found
acceptable in workpapers depending on
which team you work on. There should be
a common understand of what is
acceptable in a workpaper.

Audit Managers
* Audit managers could sometimes benefit

from more involvement and guidance from
their team leaders.

* Audit managers need to be more positive
and willing to make decisions.

* Audit managers seem to be indecisive and
unable to lead.

Process
* People are reluctant to take advantage of

the open door policy due to fear of
reprisals or concerns about stepping out of
the chain of command.

* Some of the rules can be rigid, but they're
not unmanageable.

• We do not have the same opportunities or
advantages as many other offices (e.g.
rotations not permitted, only recently
allowed to telecommute).

Fairness
• Treating people fairly means giving

everyone an opportunity to display their



skills and talents. In this office it's not what
you know, but who you know.

Miscellaneous
* It would really help if the temperature was

regulated in the office.



Manaqement Feedback

Positive Comments Concerns

Office
* Overall this office should be commended

on its efforts to improve the office by
seeking staff input in indentifying areas for
improvement.

* Appreciates the opportunity this survey
provided to express our concerns.

Management
• Team leader continually seeks feedback to

improve team efforts at communication
and day to day activities.

" Oversight and feedback of work (e.g.
workpapers) passed up and down the
chain results in solid work.

* Supervisors provided timely and
appropriately worded feedback on job
performance.

Manaaement Givina Feedback
* Want meaningful input/feedback from

senior management.
* Difficult to anticipate management's wants

as they change frequently for example,
what is accepted in one report may not be
accepted in the next, which is confusing.

* It is Important to provide feedback at all
opportunities. Not just at appraisals time.

* Better communication flow from top to
bottom.

* Majority of information is relayed between
staff members instead of coming from
management.

Management Receiving Feedback
* Wish senior audit management would

demonstrate sincere/genuine interest in
feedback from staff.

* Have an outlet for staff to voice their
concerns about management while staying
anonymous.

* Feedback in the areas of audit policy and
planning seem to be ignored by
management.

* This survey is a step in the right direction,
but sometimes it seems like staffs
comments and suggestions fall on deaf
ears with upper management. Hopefully
upper management could be a little more
progressive and open minded to new
ideas.



Training

Positive Comments Concerns

Training Opportunities
" Opportunities to learn about leadership

and training are valuable and beneficial
(e.g. offsite, other training).

* Supervisors are supportive of staff
development and training opportunities.

Team Building
" Given the number of new hires and job

transitions, it may be beneficial for the
office to consider another off-site or
providing in-house training regarding team
building and dealing with different
personalities.

* Would like team building exercises.

Training Guidelines
* Selection of people for leadership courses

is arbitrary.
* No central repository for training class as

you get promoted.

Miscellaneous
* Staff should become knowledgeable and

use automated systems such as Outlook
schedulers and editing in Word.



Communicating Office Information

Positive Comments Concerns

Team Meetings
* Team meetings are essential for

communication between management and
staff.

* Team meeting are effective in
communicating senior management
direction to audit staff.

* Routine audit status meetings with
management work well.

" Team meetings work well.

All-Hands Meetingqs
" All-hands meetings are a must to ensure

information is communicated to everyone.
• All-hands meetings work well.

Audit Managers
* Communication is strong at the audit

manager level.

Team Leaders
" AlGA communicates information directly to

audit staff of through team leaders as
needed.

" Team leader communicates information
from weekly team leader meetings with
ALGA.

* Team leader presorts to the team what has
happened at the team leader meetings
with ALGA.

General Meetinqs
" Keeps staff apprised of all teams' work.
* Keeps audit staff aware of overlap with

investigations.

Consistency in Delivery Method
* Would like consistency in delivery method

for communicating office changes.
" Ensure same message is consistently

delivered and reiterated by all levels of
management for staff to feel fully informed.

" Supervisors need to communicate with
their employees more often so people don't
learn things through the grapevine.

* Would like a central repository for office
policies.

* Would like emails that reiterate
conversations between senior
management and team leaders to avoid
misunderstandings and misstatements.

" Changes in the audit process should be
announced via email as soon as it occurs.

* Although all-hands meetings are useful it
would be more efficient to communicate
information (e.g. changes in office policy,
hiring practices, job announcements) via
other methods such as WAR and/or email.

AlGA Transparency
" The AlGA and AIGI need to communicate

about ongoing audits so that the AIGI can
inform investigators so that audits aren't
compromised.

* Changes in AlGA often seem to come out
of nowhere for example, adding another
audit team. Senior management should
explain rationale behind policy changes.

* AlGA management has not identified or
communicated a vision for the office; or
articulated expectations of performance for
staff and completion of audits.

" Would like to see more focused effort by
senior managers to communicate their
expectations and ideas with respect to
audit planning and emerging issues to
facilitate the team's audit planning efforts.

" AlGA section of WAR is not usually very
informative, suggest including overarching
items discussed in team leader meetings
(e.g. breaking news, docked laptops,



conference room construction).

IG/DIG Communication
* Would like quarterly updates (emerging

issues and other matters on their radar)
from IG/DIG, similar to the EDO updates.

Miscellaneous
• Meetings should be kept to a minimum.
* Perhaps monthly all-hands meetings could

take on an offsite style.



Audit Process

Positive Comments Concerns

Report Process
* Better process for commenting on reports;

confusing to have seven people comment
at once.

Audit Planning
* Put more of concerted effort into audit

planning. Have a more rigorous and
transparent process for choosing audit
objectives each fiscal year that is cognizant
of the scope and complexity and
recognizes that it isn't realistic to expect
one team to complete six large audits per
fiscal year.

Miscellaneous
" If senior management requests AlGA staff

to perform work that does not clearly
support audit objectives, particularly during
the latter stages of an audit cycle, they
should be capable of explaining how the
extra work relates to audit objectives and
how the additional investment of time and
effort will add value to the final product.
There's no profit motive in government,
however, we should all consider return on
investment before we act- or direct others
to act.

• Perform periodic review of all recent audit
findings to look for trends.
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS

PERRIN

L ImNErTn-o SURVEY RESEARCH

NRC Mission & Strategic Plan

Job Satisfaction

Clarity of Responsibilities

Workload and Support

Engagement

Working Relationships

Communication

Performance Management

Supervision

CATEGORY SCORES
Favorable Scores

NRC Image

Quality Focus

Training and Development

Management Leadership

Organizational Change

Continuous Improvement Commitment

Empowerment

Open, Collaborative Working Environment
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
OIG (49)

TOWERS

PERRIN

AIN IMUMRM SUM RMESEMRc

vs. TOWERS PERRIN-ISR U.S. RESEARCH & DEVELOPMENT NORM (22085)

Categories Ranked By Difference

Training and Development

Favorable Scores Differences From Benchmark

Performance Management

Workload and Support

NRC Mission & Strategic Plan

Clarity of Responsibilities

Quality Focus

Management Leadership

Communication

76

76

771

89

88

74

7-

85

84

87

69

77

80

82

77

18

17

15

14

13

~11

010

9

9

7

66

3

0

NRC Image

Job Satisfaction

Empowerment

Working Relationships

Engagement

Continuous Improvement Commitment

Supervision -1

0 25 50
_____ 1 1

75 100 -30 -15 0 15 30
Red / Green Difference Bars are statistically significant2 Categories cannot be compared to this Benchmark



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS
PERRIN

IWNTEMWWW4L SUftV" RS0AWc

vs. TOWERS PERRIN-ISR U.S. HIGH PERFORMANCE COMPANIES NORM (145659)

Categories Ranked By Difference

Quality Focus

Workload and Support

Favorable Scores Differences From Benchmark

Performance Management

Training and Development

NRC Mission & Strategic Plan

Clarity of Responsibilities

Communication

Empowerment

74

77

77

76

89

88

85

69

87

82

80

70

82

76

iii14

~12

ji3
Job Satisfaction

Working Relationships

Engagement

Management Leadership

NRC Image

-2

-2

-36
Supervision

0 25 50 75 100 -20 -10 0 10 20

Red / Green Difference Bars are statistically significant

4

3 Categories cannot be compared to this Benchmark



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS

PERRIN

JR•TRN/MO •sury "Surt

Categories Ranked By Difference

Organizational Change

Quality Focus

Performance Management

Training and Development

NRC Mission & Strategic Plan

Communication

Workload and Support

Clarity of Responsibilities

Job Satisfaction

vs. NRC OVERALL (3404)

Favorable Scores

-15
~11

j4

j3

j2Ii

Differences From Benchmark

Working Relationships

Management Leadership

Empowerment

Engagement

Supervision

-2 j

-36

.46

-46

-56

-56

-66

-6

NRC Image

Continuous Improvement Commitment

Open, Collaborative Working Environment

0 25 50 75 100 -20 -10 0 10 20
Red / Green Difference Bars are statistically significant
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OIG (49)

TOWERS

PERRIN

=U INTERATIONAL SUR RESEARH

vs. OIG 2005 (43)

Favorable ScoresCategories Ranked By Difference

Quality Focus

NRC Image

Continuous Improvement Commitment

NRC Mission & Strategic Plan

Open, Collaborative Working Environment

Training and Development

Communication

Empowerment

Job Satisfaction

Performance Management

Management Leadership

Engagement

Organizational Change

Workload and Support

Clarity of Responsibilities

Working Relationships

Supervision

Differences From Benchmark

Iil

2

2

1

0

-4 FW

0 25 50 75 100 -20 -10 0 10 20

Red / Green Difference Bars are statistically significant



Strengths

Organizational Change
- Not concerned about frequent supervisor

changes

• Quality Focus
- Work quality is excellent

- Quality is not sacrificed for metrics/personal
or political need

7



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS

PERRIN

IAW 1?4EIGAL SURVEY RESEARCO

vs. 4 BENCHMARKS
Category 16: Quality Focus

Total
Unfavor-

ableTotal Favorable

16. The quality of work done in mywork unit is
excellent.

33a. We too often sacrifice the quality of our
work in order to: Meet established Metrics
[established schedule of performance] (N)

A1 871

B

C
1 86

D

E
1 91

-4
1

1

-4

15-
21 *

26 *

21 *,

4

5

7

7

5

9

4

8

7

5

22

41 *

43 *

48*

43 *

C-6

61

( )
16

13

17

17

17E

0 25 50 75 100
(N) indicates 'Disagreeing' is the Favorable Response * indicates a statistically significant difference

Legend

LeA. OIG (49) R D. TOWERS PERRIN-ISR U.S. HIGH PERFOIRANCECOMPAMES NORM (145659)
B. NRC OVBEALL (3404) E E OIG 2005 (43)
C. TOWES PERRIN-ISR U.S. RESEARCH & DEVROPM ENT NORM (22085) 8



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS
PERRIN
NEIPmEmrATIomA SURM~ RCEWARCH1

vs. 3 BENCHMARKS
Category 16: Quality Focus

Total
Unfavor-

ableTotal Favorable Diff

33b. We too often sacrifice the quality of our
work in order to: Satisfy a personal or
political need (N)

3 76

C (
22 *

30 *

18

15

)
6

31 *

21 33 *

0 25 50 75 100

(N) indicates 'Disagreeing' is the Favorable Response * indicates a statistically significant difference

Legend

MA. OIG (49) * C. TOWERS PERRIN-ISR U.S. RESEARCH & DEVELOPMENT NORIM (22085)
L B. NRC OVERALL (3404) * D. OIG 2005 (43)
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Opportunities (vs. NRC)

1. Open, Collaborative Working Environment

Issues:
* Respondents less aware of DPO Program and

non-concurrence process than Agency average.

Possible Actions:
• Brief staff on the DPO Program and

non-concurrence Process.
- Handout would benefit current and

future employees. -
10



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS
PERRIN

ASimnTERnoa MsIJrW Resum;H1

vs. 2 BENCHMARKS
Category 17: Open, Collaborative Working Environment

Total
Unfavor-

ableTotal Favorable Diff

17a. I am aware of the following methods to
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. I am aware of the following methods to
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that
contrast with: Co-workers in my work unit

A

B -15*

C • 36,

A

B -16*

C -1

A

B -6

C 18

A

B -4

C -10

22 14

12 * 9

32 41 *

20 10

9* 6

20

12

7

10

6

6

22 15

4 10

3

2

7

2

0 25 50 75 100
* indicates a statistically significant difference

Legend

A. OIG (49) C. OIG 2005 (43)
ELB NRC OVIMALL (3404) 1



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

TOWERS
PERRIN

SIKTENNATI L SURVEY RESEARCH

BY GRADE LEVEL
Category 17: Open, Collaborative Working Environment

Total
Unfavor-

ableTotal Favorable Diff

17a. I am aware of the following methods to
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. I am aware of the following methods to
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that
contrast with: Co-workers in my work unit

0 25 50 75 100
* indicates a statistically significant difference

Legend

A. OIG (49) C. OIG: GG-14•DABOVE (24)
*B. OIG: GG-1 1 TO GG-1 3 (23) 12



Opportunities (vs. OIG 05)

1. Supervision
- Issue 1

* Managing People

- Possible Actions
* Training initial/refresher
* Managers solicit input from staff

Issue 2
* Communication

Possible Action
• Training

13



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

OIG (49)

vs. 4 BENCHMARKS

TOWERS
PERRIN
AII INTERNATIONAL SURVEY RESEARCH

Category 3: Supervision
Total

Unfavor-
? ableTotal Favorable Diff

49a. My supervisor: Is available when needed

49b. My supervisor: Manages people well

0 25 50 75 100

Legend

* A. OIG (49)
E B NRC OVERALL (3404)

* C. TOWERS PERRIN-ISR U.S. RESEARCH & DEVELOPMB ET NORM (22085)

* indicates a statistically significant difference

1 D. TOWERS PERRIN-ISR U.S. HGH PERFORMANCE COM PANES NORM (145659)
* E OIG 2005 (43)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
OIG (49)

TOWERS
PERRIN

SI1WVK M & M S RESVARcH

vs. 4 BENCHMARKS
Category 3: Supervision

Total
Unfavor-

? ableTotal Favorable Diff

49c. My supervisor: Communicates effectively

58. Regarding suggestions for change from
employees, my supervisor is usually
receptive.

0 25 50 75 100
* indicates a statistically significant difference

Legend

* A. DIG (49) * D. TOWERS PERRN-ISR U.S. HIGH PERFORMANCE COM PANES NORM (145659)
* B. NRC OVERALL (3404) ME OIG 2005 (43)
* C. TOWES PERN-ISR U.S. RESEARCH & DEVELOPMEBIT NORM (22085) 15



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
OIG (49)

TOWERS
PERRIN

W ITERNATIONAL SURVEY RESEARCH

BY GRADE LEVEL
Category 3: Supervision

Total
Unfavor-

? ableTotal Favorable

49a. My supervisor: Is available when needed

49b. My supervisor: Manages people well

49c. My supervisor: Communicates effectively

58. Regarding suggestions for change from
employees, my supervisor is usually
receptive.

A

B

C

A

B

C

-3

6

-7

12

-4

10

-10

16

A

4

9

0

2

0

0

6 350 (3
13 17

6 24

4 17

13 12

22 13

B

C

A

B

C 4 4

0 25 50 75 100
* indicates a statistically significant difference

Legend

* A. OIG (49) MC. OIG: GG-14 AND ABOVE (24)
* B. OIG: GG-11 TO GG-13 (23) 16



/yfQWilliams, Joseph

From:
Sent:
To:
Subject:

Tracy, Glenn
Tuesday, September 15, 2009 4:36 PM
NRODistribution
REQUEST: Support for Post OIG Survey Analysis and Results to Action

Categories: Red Category

NRO Colleagues,

I am requesting your voluntary support as analysts or action team members to review the OIG survey and
help NRO take effective action on the results. As you may remember, I had received early notification of
support from a few of you, but in light of the months since the survey, I request re-verification of your
availability to help as well as the identification anyone else willing to participate.

OEDO is looking for each office to provide at least two staff members for training as analysts, who will be in
charge of learning how to manipulate the survey data. Our analysts would then work with the NRO action
team, and I am hoping to obtain a representative from each/division for that team.

There will be workshops for analysts and 'champions'. After the workshops and initial analysis, I would like
to have all of those involved meet as a group to identify and recommend actions to NRO Leadership.

Thank you for participating in the most important part of this activity making NRO even better!

Glenn

//, 61



Williams, Joseph

From: Bernal, Sara
Sent: Tuesday, October 06, 2009 1:08 PM
To: Johnson, Debby; Green, Jamie; Williams, Joseph; Jenkins, Ronaldo; Mott, Kenneth;

Tetter, Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle; Whitaker, Barbara
Subject: FW: NRO Results to Action Team

Categories: Red Category

Folks,

FYI, I am "Sarah Burnell."

Thanks,

Saxra M. Be'rnal

Health Physicist
NRO/DCIP/CHPB
T7-J01, MS: T7-D24
(301) 415-1027

From: Tracy, Glenn
Sent: Monday, October 05, 2009 6:31 PM
To: NRODistribution
Subject: NRO Results to Action Team

NRO Colleagues:

Congratulations on the incredible results and feedback on NRC and NRO within the OIG survey. We thank
so many of you that volunteered to play a part of NRO's Results to Action team to assess the OIG Safety
Culture Survey results and improve ourselves. We have selected the following individuals to formally
participate on the Results to Action team. Our selection was based on achieving a cross section of the
office, with various grades and jobs - from NSPDPrs to GG-7s to BCs. Thank you so much, and please
know that all of you who volunteered are noted and very much appreciated, and are welcome to comment
and enhance the team's products. Thanks again, Glenn

NRO Analysts
Debby Johnson
Jamie Green

ARP
Joe Williams

DE
Ronaldo Jenkins
Kenneth Mott

DSRA
Keith Tetter
Joe Donoghue

DSER
22



Michael Braden
Michelle Moser

DCIP
Eleasah Burroughs
Sarah Burnell

PMDA
Barbara Whitaker

23



/1Williams, Joseph M

From:
Sent:
To:
Cc:
Subject:

Johnson, Debby
Wednesday, October 07, 2009 2:43 PM
Williams, Joseph
Green, Jamie; Whitaker, Barbara
RE: NRO "Results to Action" Safety Culture Survey Kickoff

Categories: Red Category

Joe,

Great insight. Actually, your data is combined with PMDA and the Front Office, so you won't be able to see
anything specifically for ARP. The minimum response size is 20, so you were too small. You'll primarily be
working with Barbara Whitaker from PMDA as you develop an action plan for the combined group.
Barbara's in training this week, so we'll be working with you tomorrow.

Thanks,

Debby
415-1415

From: Williams, Joseph
Sent: Wednesday, October 07, 2009 2:38 PM
To: Johnson, Debby
Subject: RE: NRO "Results to Action" Safety Culture Survey Kickoff

Debby,

Will I need a laptop and flash drive? ARP is pretty small, so I'm not sure whether we can extract
meaningful data for that group.

Joe

----- Original Appointment -----
From: Johnson, Debby
Sent: Tuesday, October 06, 2009 5:17 PM
To: Johnson, Debby; Green, Jamie; Cruz, Zahira; Bloom, Steven; Williams, Joseph; Jenkins, Ronaldo; Mott, Kenneth;
Tetter, Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle; Burroughs, Eleasah; Bernal, Sara; Whitaker,
Barbara; Tracy, Glenn
Subject: NRO "Results to Action" Safety Culture Survey Kickoff
When: Thursday, October 08, 2009 2:45 PM-4:00 PM (GMT-05:00) Eastern Time (US & Canada).
Where: T7-A1

When: Thursday, October 08, 2009 2:45 PM-4:00 PM (GMT-05:00) Eastern Time (US & Canada).

Where: T7-A1

Note: The GMT offset above does not reflect daylight saving time adjustments.

All, All 1'

20



, lb We're ready to kick off the NRO "Results to Action" Team, and would like to hold our initial meeting to walk
through the NRO data and demonstrate how to utilize the safety culture results software. We'll provide a
schedule of upcoming target dates as we work toward having an action-plan focused presentation ready for
the November 4-5 NRO SES Retreat.

With such a large group it's hard to find a time that works for everyone, but hopefully we'll be able to have
one representative per division in attendance. Glenn will kick-off the meeting with a call from the RII
Counterpart Meeting at 2:45, and then Jamie and I will be sharing the NRO data with you from 3:00 - 4:00.

**Please bring a laptop and flash drive to the meeting so that you can make a copy of your division results

and become familiar with the software.

Looking forward to working with you,

Debby Johnson
415-1415

21



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Categories:

Green, Jamie
Wednesday, October 07, 2009 4:19 PM
Whitaker, Barbara; Williams, Joseph
Johnson, Debby
Safety Culture Data for PMDA, ARP, and Front Office
NRC-066

NRO DIRS OFFICE PROGRAM MANAGEMENTPOLICYDEVELOPMENTAND P
TANNiNG_STAFF_REPORT.xls

Red Category

Attached is the Safety Culture survey data for your applicable division. You will probably need to save the
file to a flash drive to save it on a laptop. I've found that you will need to right click on the attachment to
save it versus opening and trying to save it once you are in the document.

Please let us know if you have any questions.

19



Williams, Joseph

From:
Sent:
To:

Cc:
Subject:
Attachments:

Categories:

Johnson, Debby
Thursday, October 08, 2009 1:59 PM
Cruz, Zahira; Bloom, Steven; Williams, Joseph; Jenkins, Ronaldo; Mott, Kenneth; Tetter,
Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle; Burroughs, Eleasah; Bernal,
Sara; Whitaker, Barbara
Green, Jamie
FW: Towers Perrin Safety Culture slides
Oct 5-6 2009 NRC R2A Workshop.zip

Red Category

All,

Jamie and I wanted to forward the slides that were used during the training session earlier this week. We'll
be walking through how to use the database and reporting capability this afternoon.

FYI,

Debby
415-1415

From: Steinberg, Michael
Sent: Thursday, October 08, 2009 6:02 AM
To: Johnson, Debby
Subject: RE: Towers Perrin Safety Culture slides

Debby,

If you need anything else, let me know.

Michael

From: Johnson, Debby
Sent: Wednesday, October 07, 2009 8:21 AM
To: Steinberg, Michael
Cc: Green, Jamie
Subject: Towers Perrin Safety Culture slides

Michael,

Would you please forward a copy of the slides that Towers Perrin used so that we can pull some of them
into our office presentation?

Thanks,

Debby
415-1415
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NV---oWilliams, Joseph

o&YQ 2~oOc1
Subject:
Location:

NRO Safety Culture and Climate Survey overview briefing
T7-A1

Start:
End:
Show Time As:

Recurrence:

Meeting Status:

Tue 10/13/2009 3:20 PM
Tue 10/13/2009 4:00 PM
Tentative

(none)

Not yet responded

Organizer:
Required Attendees:

Categories:

Tracy, Glenn
Cruz, Zahira; Bloom, Steven; Green, Jamie; Williams, Joseph; Jenkins, Ronaldo; Mott,
Kenneth; Tetter, Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle; Burroughs,
Eleasah; Bernal, Sara; Whitaker, Barbara

Red Category

NRO Results to
Action High-lev...

"1frgEo U-A- TA
0&-rq. -00
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NRO 2009 Safety Culture and
Climate Survey Overview

NRO Program Meeting

October 13, 2009

1



Results to Action Team

NRO Champion- Glenn Tracy

Analysts- Debby Johnson & Jamie Green
DNRL- Zahira Cruz & Steve Bloom
DE- Ronaldo Jenkins & Kenneth Mott

DSRA- Joe Donoghue & Keith Tetter
DSER- Michelle Moser & Michael Braden
DCIP- Sara Bernal & Eleasah Burroughs

ARP/PMDA/FO- Joe Williams & Barbara Whitaker

2



Survey Process Overview
1. ASK

Ask

The NRC 2009 Safety Culture &
Climate Survey consisted of:

9 A demographic section that asked for an
employee's office/division/region, job
function, grade level, and years of service.

* 145 separate opinion items
* The 145 survey opinion items were grouped

into the following 17 categories:

1.
2.
3.
4.
5.
6.
7.
8.

Clarity of Responsibilities
Management Leadership
Supervision
Working Relationships
Empowerment
Communication
Workload & Support
Training & Development

9. Performance
Management

10. Job Satisfaction
11. Engagement
12. NRC Mission &

Strategic Plan
13. NRC Image
14. Organizational Change

15. Continuous
Improvement
Commitment

16. Quality Focus
17. Open, Collaborative

Working Environment

3



Survey Process Overview

2. ANALYZE
- Dimensions & Factors A.,M

•Survey analysis for each Office/Division/
Region included external and internal

data-cuts

- Normative Benchmarks
* The data were compared with three Towers Perrin-ISR

benchmarks: U.S. Research & Development (R&D), U.S.
High Performing Companies and U.S. National Norm -

to provide external context in which to interpret the results

4



What is Statistical Significance?
Understanding Statistical Significance...

° A mathematical test applied to compare survey scores for different groups -
for categories or individual questions.

• The "*" and color (green=positive; red=negative) indicates that a result is
statistically significant - there is less than a 5% chance that such a
difference would occur randomly.

° Statistically significant differences can be interpreted as reliable, or "real"

differences.
* However, not all statistically significant differences are practically significant.
* Factors affecting statistical significance include:

- The magnitude of the difference in survey scores
- The size of the groups being compared
- Extremely high or low scores

5



NRC Overall Strengths and Opportunities
Strengths Opportunities for improvement

* Historical Comparisons - all categories
are at or significantly above 2005 levels

* Normative Comparisons - all categories
are at or significantly above norm levels,
including High Performance Companies
Norm

* Workload and Support - work schedules,
prioritization, and computer systems viewed
favorably

* Quality Focus - excellent quality, and
improvement on sacrificing quality for
metrics or personal/political needs

* Training and Development -training
opportunities; personal growth &
development; talent management

* Performance Management - performance
evaluated fairly; performance reviews are
helpful

* Open, Collaborative Working
Environment - much greater awareness
and acceptance of programs and processes

* NRC Image - holding all employees to the
same ethical standards

* Training and Development - availability of
classes and personal workload interfering
with ability to attend training

* Communication - NRC public website,
ADAMS, EDO Updates not viewed as
favorably as in 2005
Organizational Change - concern about
the future of the nuclear industry and
frequent changes of one's supervisor
Empowerment- management trusting
employees' judgment

6



NRO Strengths and Opportunities

Strengths Opportunities
* Very high response rate

° 2 categories were
statistically significantly
above the NRC norm

° Highly engaged
workforce

• Challenge of
sustainability due to
positive results

° While no categories were
statistically significantly
below the NRC norm, 2
items were

• Division results varied
and will be addressed by
specific action plans

7



COGNI
Thir

Engagement Has Three Dimensions

* Cognitive: Belief in and
support for the
goals/values of the
organization.

TIVE AFFECTIVE
kFeel Affective: Sense of

belonging, pride,
attachment to the
organization.

• Behavioral: Willingness
BEHAVIORAL to go the extra mile;

Act Intention to stay with the
organization.

8



Key DrBver Items for Engagement
NRO (440)

TOWERS
PERRIN

Parent Benchmark: NRC OVERALL (3404)

Beta Difference From
Weight Parent

Variance Explained: 66%
0 2009, Towers Perrin-ISR (a trade style of Towers Perrin Forster and Crosby, Inc.) Colored Cells Indicate a statistically signlficant difference

9



Nuclear Regulatory Commission 2009 Safety Cufture & Climate Survey
NRO (440)

TOWERS

PERRIN
AWINTEkVI SUWY RESEARCH

vs. NRC OVERALL (3404)

Favorable ScoresCategories Ranked By Difference

NRC Image

Empowerment

Differ

Open, Collaborative Working Environment

Management Leadership

Communication

Engagement

NRC Mission & Strategic Plan

Continuous Improvement Commitment

Training and Development

Quality Focus

Job Satisfaction

85

75

69

78

78

8

83

77

70

66;

90

80

79

70

83

52

3

3

3

3

3

5

5

5

Supervision

Workload and Support

Performance Management

I

I

I

I

0Clarity of Responsibilities

Working Relationships

Organizational Change
-3

0 25 50 75 100 -10 -5 0 5 10

Red / Green Difference Bars are statistically significant
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN
Am wBNEUiIIOtAL SURVEY MMESERO

vs. NRC: OVERALL (3404)

Category 13: NRC Image

13. In my experience, all NRC employees are held to the same standards of ethical behavior.

Total Favorable Differences From Benchmark

Aý

B9

6

8

Total
Unfavor-

able

12

19.

0 25 50 75 100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

* Indicates a statistically significant
difference

I A. NRO (440) B 1. NRC OVERALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS

PERRIN

AW 0MM suMALv RMEAXMM

vs. NRC OVERALL (3404)

Category 13: NRC Image

31. NRC effectively conwnujnlcates to the general public.
Total

Unfavor-
? ableTotal Favorable

B

Differences From Benchmark

7

12.

6

8

0 25 50 75 100 -30 -20 -10 0 10 20 30

Redl Green Difference Bars are
statistically significant

*Indicates a statistically significant
difference

I A. NRO (440) EB NRC OVERALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

NRO (440)

TOWERS

PERRIN

••ETINATIROM SUMVEY RESEMMAc

vs. NRC OVERALL (3404)

Category 13: NRC Image

45c. The NRC is highly regarded by the following stakeholders: The nuclear Industry [technical societies, the international

coniuinity]
Total

Unfavor-
? ableTotal Favorable Differences From Benchmark

A

B

13

17.

4

6*

0 25 50 75 100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

* Indicates a statistically significant
difference

I A. NRO (440) EL NRC OVERALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERAS
PERRIN
£E INIERIOAIL SURVE RESARKh

vs. NRC OVERM.LL (3404)

Category 5: Empowerment

23. I believe higher nanagement levels trust the judgment of employees at my level in the organization.

Total Favorable Differences From Benchmark

BA 1 11

B H 8 11

Total
Unfavor-

able

10

18.

0 25 50 75
I1I I I

100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

* Indicates a statistically significant
difference

1 A. NRO (440) E B. NRC OVERALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Cl/mate Survey
NRO (440)

TOWERS
PERRIN
AW NTERNffAnOA SUJRVEY RESEARCH

vs. NRC OVERALL (3404)

Category 5: Empowerment

67b. The NRC has established a climate where: Innovative Ideas can fall without penalty to the originating person or group
Total

Unfavor-

Total Favorable Differences From Benchmark ? able

B j

26 13

29 18.

0 25 50 75 100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

* Indicates a statistically significant
difference

Im A. NRO (440) E L NRC OVBMALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN
M mNTwRNRowA SURME mwmmtC

vs. NRC OVERALL (3404)

Category 5: Empowerment

67c. The NRC has established a climate where: Employees can feel free to debate or challenge mission-related decisions
Total

Unfavor-
Total Favorable Differences From Benchmark ? able

[A 17 15

B6 19 19

I
0 25 50 75 100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statsticaly signicant

* Indicates a statstically significant
difference

1 A. NRO (440) M 3. NRC OVERALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN
AN MUMMA SM RMMEACM

vs. NRC OVERALL (3404)

Category 5: Empowerment

73. This Agency has established a climate where the truth can be taken up the chain of comnand without fear of reprisal.
Total

Unfavor-

Total Favorable Differences From Benchmark ? awe

A 13 15

B 10 17* 20*

0 25 50 75
E

100 -30 -20 -10 0 10 20 30

Red/ Green Difference Bars are
statistically significant

* indicates a statIst/cal/y significant
d~fference

*1 A. NO (440) EL NRC OVBMALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

NRO (440)

TOWERS
PERRIN
ME 1W SLt,, REOEML

vs. NRC OVERALL (3404)

Favorable ScoresCategories Ranked By Difference

NRC Image

Empowerment

Open, Collaborative Working Environment

Management Leadership

Differences From Benchmark

Communication

Engagement

NRC Mission & Strategic Plan

Continuous Improvement Commitment

Training and Development

Quality Focus

Job Satisfaction

Supervision

Workload and Support

85

75

69

8

83

77

6

80

79

70

83

79

5

-5

-5

3

3

3

3

0

Performance Management

Clarity of Responsibilities

Working Relationships

Organizational Change

0 25 50 75 100 -10 -5 0 5 10
Red / Green Difference Bars are statistically significant
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN
MINTERwmTmONAL SURVEY RESEARCH

vs. NRC OVERALL (3404)

Category 14: Organizational Change

14a. I am frequently concerned about the following: The future of the nuclear Industry (N)

Total Favorable Differences From Benchmark

A

B -10

100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

11
13

Total
Unfavor-

able

49

36 *

0 25 50 75

(N) Indicates 'Disagreeing"is the Favorable Response * Indicates a statistically significant
difference

I A. NRO (440) E B. NRC OVBALL (3404)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS

PERRIN

AN INTERNAIONAUL SvEY WAM

BY OFFICE/DMSION/REGION

Category 14: Organizational Change

14a. I am frequently concerned about the following: The future of the nuclear Industry (N)

Total Favorable Difference

22

-1

-15

1
-17

Total
Unfavor-

able

11 49

14 23 *

12 48

13 62*

11 48

5 55

10 44

E2

.3 ~3

0 25 50 75 100 -30 -20 -10 0 10 20 30

(N) Indicates 'Dlsagreeing'is the Favorable Response Red/Green Difference Bars are
statistically significant

* indicates a statistically significant
difference

* A. NRO (440) * E DIVISION OF SAFETY SYSTBES & RISK ASSESSM EJT (66)
B. NRO DIRS OFFICBrPROGRAM MANAGEMEiT, POLICY DEVEOPMeBi & * F. I•O DIVISION OF ENGINEERING (77)
PLAINNING STAFF (35) 20
C. DIVISION OF NEIN REACTOR LICBESING (111) * G. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)
D. DIVISION OF SITE& ENVIRONMENTAL REVIEWS (71)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS

PERRIN

• TERNATONAL SURVEY RESEARCH

BY GRADE LEVEL

Category 14: Organizational Change

14a. I am frequently concerned about the following: The future of the nuclear Industry (N)
Total

Unfavor-
? ableTotal Favorable Difference

0 -40

F3

11

18

13

14

6

10

49

51

43

46

55

48

-1 1
-36

0 25 50 75

(N) Indicates "Disagreeing'is the Favorable Response

100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

* indicates a statistically significant
difference

* A. NO (440) * D. NRO: GG-13 (82)
B. NO: GG-1 TO GG-10 (40) * E NRO: GG-14 (110)
C. NRO: GG-1I TO GG-12 (31) * F. NRO: GG-15 (158) 21



Nuclear Regulatory Commission 2009 Safety Cufture & Climate Survey
NRO (440)

TOWERS
PERRIN

W INTERMNTICAL SURVEY RESEARCH

BY TENURE

Category 14: Organizational Change

14a. I am frequently concerned about the following: The future of the nuclear Industry (N)

Total Favorable Difference

F411

G1511

H1441

Total
Unfavor-

? able

11 49

15 47

11 56

5 44

23 38

12 37

13 46

4 52

-2

10

531

.I

0 25 50 75

(N) Indicates "Disagreeing'Is the Favorable Response

100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

* Indicates a statistically significant
difference

* A. NRO (440) M E NRO: 10 YRS < 15 YRS SVC (26)
B. NRO: LESS THAN 1 YRSVC (54) * F. NRO: 15 YRS < 20 YRS SVC (43) 2
C. NRO: I YR< 5 YRS SVC (160) M G. NRO: 20 YRS < 25 YRS SVC (25) 22
D. NRO: 5 YRS < 10 YRS SVC (81) M K NRO: 25 YRS+ SVC (50)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOW!ERS
PERRIN
LWINTERATKAL SUW& RMEM~H

vs. NRC OVERAL.L (3404)

Category 4: Working Relationships

22c. In my experience, there Is good cooperation between: Headquarters and my [the] region[s]

Total Favorable Differences From Benchmark

A 56

-10

100 -30 -20 -10 0 - 10 20 30

Red/Green Difference Bars are
statistically significant

40

24 *

Total
Unfavor-

able

5

10*

0 25 50 75

* Indicates a statistically significant
difference

IN A. NRO (440) B. NRC OVEALL (3404) 1
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS

PERRIN

= INRMM WWlWEY REMEARCH

BY OFFICEIDMSION/REGION

Category 4: Working Relationships

22c. In my experience, there is good cooperation between: Headquarters and my [the] region[s]
Total

Unfavor-
? able

40 5

20 * 0

51 * 4

42 4

52 2

35 4

24 * 13*

* Indicates a statistically significant

difference

0 25 50 75 100 -30 -15 0 15 30

Red/Green Difference Bars are

statistically significant

* A. NRO (440) * E DIVISION OF SAFETY SYSTBMS & RISK ASSESSMENT (66)
B. NRO DIR¶S OFFICEJPROGRAM MANAGEMENIT, POLICY DEVEROPMEIIT & * F. NRO DIVISION OF ENGINEERING (77)
PLANNING STAFF (35) 24

* C. DIVISION OF NBN REACTOR LICENSING (111) R G. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)
*D. DIVISION OF SITE& ENVIRONMENTAL REVIEWS (71)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN
AWINTERNATlMAL SURME RESEARCH

BY OFFICEIDMVSION/REGION

Category 4: Working Relationships

22c. In my experience, there Is good cooperation between: Headquarters and my [the] region[s]
Total

Unfavor-
? abeTotal Favorable Difference

40

20 *

51 *

42

52

35

24 *

5

0

4

4

2

4

13.

0 25 50 75 100 -30 -15 0 15 30

Red/Green Difference Bars are
statistically significant

* Indicates a statistically significant
difference

* A. NRO (440) * E DIVISION OF SAFETY SYSTEMS & RISK ASSESSM ENT (66)
EB NRO DIRS OFFRCFPROGRAM MANAGEMBET, POLICY DEVELOPMENT & * F. NRO DIVISION OF ENGINEERING (77)
PLANNING STAFF (35) 25
C. DIVISION OF NBW REACTOR LICEISING (111) * G. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)
D. DIVISION OF SITE& ENVIRONMENTAL REVIENS (71)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN

M L WWTE MUO4 SUW#VE MEM"~c

BY GRADE LEVEL

Category 4: Working Relationships

22c. In my experience, there Is good cooperation between: Headquarters and my [the] region[s]
Total

Unfavor-
? ableTotal Favorable Difference

A

B

C

D D -126=

40

36

48

51 *

42

34

5

3

0

5

8

4

E

F 61

0 25 50 75 100 -30 -20 -10 0 10 20 30

Red/ Green Difference Bars are
statistically significant

* indicates a statistically significant
difference

* A. NRO (440) * D. NRO: GG-13 (82)
EL NRO: GG-1 TO GG-10 (40) * E NRO: GG-14 (110)
C. NRO: GG-11 TO GG-12 (31) * F. NW: GG-15 (158) 26



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey
NRO (440)

TOWERS
PERRIN
M-MTMTO.SUfwEYMREMCH

BYTENURE

Category 4: Working Relationships

22c. In my experience, there Is good cooperation between: Headquarters and ny [the] reglon[s]
Total

Unfavor-
ableTotal Favorable Difference

40

60 *

49 *

33

28

28

12 *

26

5

2

5

5

4

7

12

2

0 25 50 75 100 -30 -20 -10 0 10 20 30

Red/Green Difference Bars are
statistically significant

*Indckates a statistically significant
difference

MA. NRO (440) E NRO: 10 YRS < 15 YRS SVC (26)
B. NRO: LESS THAN 1 YR SVC (54) * F. INR: 15 YRS < 20 YRS SVC (43)
C. NRO: I YR< 5 YRS SVC (160) MG. NRO: 20 YRS < 25 YRS SVC (25) 27
D. NRO: 5 YRS < 10 YRS SVC (81) MH NRO: 25 YRS+ SVC (50)



Refining Priority Areas and
Identifying Actions

Integrate Results with Current Initiatives

28



Division Action Plan
NRO Division:

Key Strengths:
1.
2.
3.
Key Opportunities:
1.
2.
3.
Proposed Actions:
1.
2.
3.

29



Key Action Plan Objectives

" Develop measurable activities that are
focused on sustaining NRO's favorable
results.

" Action plans should lead to documentable
outcomes that can be reported on.

" Communicate with staff regarding our
commitment to the survey results and the
office's dedication to active listening.

30



Key Dates

" October 8 Results to Action Kickoff
" October 13 Program Meeting Overview
* October 14-15 Division Briefings
* October 16-26 Divisions develop action plans

and send to Debby/Jamie
* October 27 Results to Action Team mtg
* October 28-Nov 3 Draft NRO Action Plan
* Nov 6 Discussion at NRO SES Retreat
* Share results with NRO Staff
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Results to Action: The Long-term
Perspective

0 M

tl w

0

I

0

0

0IL 0
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Questions?

Contact:

Debby Johnson (301) 41
DCIP / DNRL / DSRA

5-1415

Jamie Green (301) 41 5-3764
FO-PMDA-ARP / DE / DSER
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Williams, Joseph I N

From: Joe Williams [govtmule57@verizon.net]
Sent: Monday, October 19, 2009 5:51 AM
To: Williams, Joseph
Subject: SCWE

Categories: Red Category

SCWE

Survey shows high awareness of Programs, less confidence in effectiveness

NRO should set goals for continuous improvement

Finalize MD

Provide means for employee feedback to ensure accurate understanding of issues. Also seek feedback on
NCP response.

Hold managers accountable for implementation lAW procedures.

Avoid "normalization of deviance"

15



Williams, Joseph L V
From:
Sent:
To:
Subject:
Attachments:

Categories:

Green, Jamie
Monday, October 19, 2009 10:25 AM
Whitaker, Barbara; Williams, Joseph
PMDA FO ARP Draft 1.ppt
PMDA FO ARP Draft 1.ppt

Red Category

To maintain the timeline established for dissemination of the Safety Culture results, attached is what I
presented last Thursday to Barbara Gusack, Gary, and Mike Mayfield. I also provided each with a copy of
the entire report as well.

They were primarily concerned with key opportunity #3 "standards of ethical behavior." They didn't seem
to have a strong opinion one way or another on the proposed recommended actions/considerations.

The next step is to have this information feed into the development of the overall office action plan that will
be presented at the SES retreat on November 6.
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Williams, Joseph

From: Tetter, Keith
Sent: Monday, October 19, 2009 4:45 PM
To: Williams, Joseph; Donoghue, Joseph
Cc: Whitaker, Barbara; Green, Jamie; Johnson, Debby
Subject: RE: Request For Survey Results
Attachments: DSRA Requested Survey Results.ppt

Categories: Red Category

Per your request.

From: Williams, Joseph
Sent: Monday, October 19, 2009 1:33 PM
To: Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter, Keith; Donoghue, Joseph; Braden,
Michael; Moser, Michelle; Burroughs, Eleasah; Bernal, Sara
Cc: Whitaker, Barbara; Green, Jamie; Johnson, Debby
Subject: Request For Survey Results

In my review of the safety culture survey results, I have focused on a couple areas where I think NRO has
the potential for significant improvement: "Quality Focus" and "Open, Collaborative Working Environment."
To assist in identifying issues and recommendations for the office, it would be helpful to me if I could have
results from these areas for the other divisions within NRO. I spoke to Glenn Tracy about my interest in
these areas, and he agreed that it would be useful if I had that data.

The data I am looking for is easily obtained in a couple minutes from slides which can be created by your
survey results spreadsheet. From the main menu, select "Items By Category," then select "Quality Focus"
from the Category menu at the top of the page. A single page with 3 questions should appear. Create a
PowerPoint slide of this page using the "Copy..." button in the top left corner.

After creating this slide, select "Open, Collaborative Working Environment" from the "Category" menu. This
selection should generate 5 pages of information. Using the "Copy..." button, create PowerPoint slides
using the "Slides for the Current Category" selection.

Once you have created the slides, please forward them to me via email. I am also interested in hearing if
there is other information pertinent to these topics that you have found during your review, or if you have
other insights to share. Given the short timeframe for this effort, I'll be obliged if you can provide the data
by mid-day, Tuesday, October 20.

Thanks very much for your assistance.

Joe Williams
Senior Project Manager
Advanced Reactor Program
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWE R S

DIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66) I.INTERNATIONALSURVEYRESEARCH

Category 16: Quality Focus
Total

Unfavor-
? ableTotal Favorable Diff

16. The quality of work done in my work unit is
excellent.

33a. We too often sacrifice the quality of our
work in order to: Meet established Metrics
[established schedule of performance] (N)

33b. We too often sacrifice the quality of our
work in order to: Satisfy a personal or
political need (N)

A 5 0

Alm 9 38

15 18A

0 25 50 75 100
(N) indicates 'Disagreeing' is the Favorable Response

Legend

N A. DIVISION OF SAFIETY SYSTEMIS & RISK ASSESSMEN~T (66)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66)

TOWERS

PERRIN

V.1.9 INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

17a. I am aware of the following methods to
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. I am aware of the following methods to
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that
contrast with: Co-workers in my work unit

A

2

2

2

3

A
-9-

A

0 25 50 75 100

Legend

! A. DIVISION OF SAFETY SYSTEMdS & RISKASSESSMENT (66)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66)

TOWERS

PERRIN

ISE1! INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

34b. I feel comfortable expressing views that
contrast with: My supervisor

34c. I feel comfortable expressing views that
contrast with: My office/region
management

34d. I feel comfortable expressing views that
contrast with: Senior management

47. Employees are positively recognized for
raising differing views.

A 6 3

A

A 69

15 11

15 15

18 11A

0 25 50 75 100

Legend

UA. DIVISION OF SAFETY SYSTEMIS& RISK ASSESSM BJT (66)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERRINDIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66) IN1 ITERNATIONAL SURvY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

57a. From what I know or have heard, I think:
The Open Door Policy is effective

57b. From what I know or have heard, I think:
The Non-Concurrence Process is
effective

65. From what I know or have heard, the
Differing Professional Opinions [DPO]
Program is effective.

72. I think I would be willing to use the
Differing Professional Opinions [DPO]
Program in appropriate circumstances.

A

A

AE m

AiE

21

28

27

17

a 25 50 75 100

Legend
- A. DIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66)
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66)

TOWERS

PERRIN

IS, INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

76a. Regarding the Differing Professional
Opinions [DPO] Program: It functions
properly

76b. Regarding the Differing Professional
Opinions [DPO] Program: It has no
negative effect on career development at
the NRC

76c. Regarding the Differing Professional
Opinions [DPO] Program: I think Senior
management supports it

A

A

A

38 8

37 14

19 5

0 25 50 75 100

Legend __________________________________________________

* A. DIVISION OF SAFErY SYSTEMJS & RISK ASSESSMENJT (66)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SAFETY SYSTEMS & RISK ASSESSMENT (66)

TOWERS

PERRIN

ME'f INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment

Don't
KnowNo Diff Yes

83a. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their peers

83b. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their
supervisor

83c. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Senior
management

A

A

8 18

8 20

8 21A

0 25 50 75 100

Legend

I* A. DIVISION OF SAFETY SYSTEMS & RISK ASSESSM BENT (66)



Williams, Joseph NAO
From:
Sent:
To:

Cc:
Subject:
Attachments:

Categories:

Green, Jamie
Monday, October 19, 2009 4:01 PM
Williams, Joseph; Whitaker, Barbara; Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo;
Mott, Kenneth; Tetter, Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle;
Burroughs, Eleasah; Bernal, Sara
Johnson, Debby
NRO FY 2009 Safety Culture Results
NRC-014_NROREPORT.xls

Red Category

For those of you who have requested NRO office data, attached is the report for the office.
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PMDA/Front Office/ARP 2009
Safety Culture and Climate

Survey Results

October 15, 2009
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERSPERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35oN SUwricESEc*

CATEGORY SCORES
Favorable Scores

NRC Mission & Strategic Plan

Clarity of Responsibilities

Engagement

Working Relationships

NRC Image

Workload and Support

Job Satisfaction

Management Leadership

Continuous Improvement Commitment

Supervision

Communication

Training and Development

Performance Management

Empowerment

Quality Focus

Open, Collaborative Working Environment

Organizational Change

2
0 25 50 75 100



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35*,-. ,•s-, c

vs. NRO (440)

Categories Ranked By Difference Favorable Scores Differences From Benchmark

Organizational Change 7

Clarity of Responsibilities 6

Working Relationships . 3

Training and Development 3

Performance Management 3

Continuous Improvement Commitment * 2

NRC Mission & Strategic Plan 'I 1

Workload and Support 1

Management Leadership 1

Communication 1

Engagement .* -26

Supervision -2

Quality Focus [ -2

NRC Image -4

Open, Collaborative Working Environment [ -4

Empowerment .- 7

Job Satisfaction -10

3
0 25 50 75 100 -20 -10 0 10 20

Red / Green Difference Bars are statisdcally significant



Key Driver Items for Engagement TOWERSPERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35)1w1-- -SREEH

Parent Benchmark: NRO (440)

Survey Category Questions
Beta Difference From

Welaht Parent

Variance Explained: 66%
02009, Towers Perrin-ISR (a trade style of Towers Perrn Forster and Crosby, Inc.) Colored Cells indicate a statistically s Ignificant difference
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERRIN

NRO DIR'S OFFICE/PROGRAIM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35)mr,.su•-R~c

vs. NRO (440)

Top 5 Differences From Benchmark

22c. In my experience, there is good cooperation between:
Headquarters and my [the] reglon[s]

I am frequently concerned about the following: The future of the
nuclear industry (N)

How effective are the following at enhancing internal

communications: Office/region websites

How often do the following interfere with your attending training
91 b. for your current job: Availability of classes/courses (N)

Total
Tot Fav Unfavor-

Diff ? able

20 0

14 23

Neither
Effective

nor
Tot Fav Ineffectiv Total In- No

Total Effective Diff e effective Opinion

3 3 11

Very Don't
Tot Fav Sometim Often/ Know/No

RarelylNever Diff es Often Opinion

14 49 9 3

Tot Fav
Diff

Total
Unfavor-

? ableTotal Favorable

There is usually sufficient staff in my work unit to handle the
workload.

(N) indicates 'Disagreeing' is the Favorable Response

12 6 18

0 25 50 75 100 * indicates a statistically significant difference
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS

PERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35)mow,,suw c.

vs. NRO (440)

Top 5 Differences From Benchmark

22c. In my experience, there is good cooperation between:
Headquarters and my [the] region[s]

I am frequently concerned about the following: The future of the
nuclear industry (N)

How effective are the following at enhancing Internal
communications: Office/region websites

How often do the following interfere with your attending training
91 b. for your current job: Availability of classeslcourses (N)

Total Favorable

Total Effective

Total
Tot Fav Unfavor-

Diff ? able

20 0

14 23

Neither
Effective

nor
Tot Fav Ineffectiv Total In-

Diff e effective
No

Opinion

3 3 11

Tot Fav Sometim
Diff es

Very
Often/
Often

Don't
Know/No
OpinionRarely/Never

14 1 49 9 3

Tot Fav
Diff

Total
Unfavor-

? ableTotal Favorable

There is usually sufficient staff in my work unit to handle the
workload.

(N) Indicates 'Disagreeing'Is the Favorable Response

12 6 18

0 25 50 75 100 * indicates a statistically significant difference
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35)Lwsu.Ivt.oSRREACH

vs. NRO (440)

Bottom 5 Differences From Benchmark

Employees are treated with respect at the NRC, regardless of
4. their job.

I think I would be willing to use the Differing Professional
72. Opinions [DPO] Program in appropriate circumstances.

13. In my experience, all NRC employees are held to the same
standards of ethical behavior.

39. Contrasting views are openly discussed in reaching decisions in
my work unit.

6. Most of the time it is safe to speak up in the NRC.

Tot Fav
Total Favorable

Total
Unfavor-

? able

17 14

27 17

12 24

20 14

17 17

0 25 50 75 100 * Indicates a statistically signiflcant difference
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERSPERRIN
NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (3S]J•,W-,0MU cH

vs. NRC OVERALL (3404)

Categories Ranked By Difference Favorable Scores Differences From Benchmark

Clarity of Responsibilities 6

Training and Development 6

Management Leadership 5

Continuous Improvement Commitment r 5

Communication 5

Performance Management 14

Organizational Change 1 4

NRC Mission & Strategic Plan 1 3

Working Relationships 2

Workload and Support 2

Engagement I 1

Quality Focus 1 I

NRC Image 0

Open, Collaborative Working Environment [0

Supervision -1

Empowerment ** -1

Job Satisfaction H -9
m 7

0 25 50 75 100 -20 -10 0 10 20
Red / Green Difference Bars are statistically significant



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35)eTIEOOAL SURVEYRESEM

vs. NRC OVERALL (3404)

Top 5 Differences From Benchmark

Neither
Effective

nor

Tot Fav Ineffectiv Total In- No
Diff e effective OpinionTotal Effective

I --- -

How effective are the following at enhancing internal
communications: Officelregion websites

48c. In my judgment, the following are well managed: My officelregion

53c. There are sufficient opportunities for me to receive: Training to
increase my eligibility for a better job

There is usually sufficient staff in my work unit to handle the
workload.

22c. In my experience, there is good cooperation between:
Headquarters and my [the) region[s]

UI
J-

Tot Fav
Total Favorable Diff

15

.6 14

3 3 11

Total
Unfavor-

? able

6 3

14 3

6 18

20 0

0 25 50 75 100 * indicates a statistically significant difference
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERRIN

NRO DIR'S OFFICE/PROGRAM MANAGEMENT, POLICY DEVELOPMENT & PLANNING STAFF (35)Mr. ESEAWM

vs. NRC OVERALL (3404)

Bottom 5 Differences From Benchmark

Employees are treated with respect at the NRC, regardless of
4. their job.

39. Contrasting views are openly discussed in reaching decisions in
my work unit.

I think I would be willing to use the Differing Professional
Opinions [DPO] Program in appropriate circumstances.

6. Most of the time it is safe to speak up in the NRC.

33b. We too often sacrifice the quality of our work in order to: Satisfy
a personal or political need (N)

Tot Fav

Total Favorable

Total
Unfavor-

? able

17 14

20 14

27 17

17 17

17 40

-13

1I*

-12

It

-11

(N) Indicates "Disagreeing'is the Favorable Response 0 25 50 75 100 * indicates a statistically significant difference
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Division Action Plan
NRO Division: PMDA/Front Office/ARP

Key Strengths:
1. Respondents believe there is good cooperation between HQ and Regions and that the

office is well managed.
2. Not too concerned with the future of the nuclear industry.
3. Effective communication from office website.

Key Opportunities:
1. Improve employees perceptions of respect.
2. Willingness to use the DPO program.
3. Standards of ethical behavior.
4. Contrasting views; safe to speak up in work unit.

For Consideration:
1. Anonymous employee suggestion box.
2. Senior management explanation of the DPO program and the benefits of employee

utilization.
3. Team building exercises to improve employee confidence in work unit.

10



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Importance:

Categories:

Cruz, Zahira
Monday, October 19, 2009 3:38 PM
Williams, Joseph
Bloom, Steven
DNRL Information of Survey Results
UNTITLED.PPT

High

Red Category

Joe,

Attached is the information on "Quality Focus" and "Open, Collaborative Working Environment" for DNRL.

Steve and I have also identified as a Key Areas for Improvement in DNRL - DPO Process Concerns in
general. We think that the staff needs more information about DPO to be confident that it works. Regarding
Quality Focus - we didn't identified these questions as a concern or strength for our Division.

Let us know if you need more information or have any questions,

Zahira
x3808

(20)
11



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF NEW REACTOR LICENSING (111)

TOWERS

PERRIN

INE INTERNATIONAL SURVEY RESEARCH

Category 16: Quality Focus
Total

Unfavor-
? ableTotal Favorable Diff

16. The quality of work done in my work unit
excellent.

33a. We too often sacrifice the quality of our
work in order to: Meet established Metric
[established schedule of performance] (Q

33b. We too often sacrifice the quality of our
work in order to: Satisfy a personal or
political need (N)

L@:%%:•3Jl,

iiC j " ý,- "'"m47
8 8

A

13 41

15 32

0 25 50 75 100
(N) indicates 'Disagreeing'is the Favorable Response

Legend

A. DIVISION OF NEW REACTOR LICENJSING (111)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF NEW REACTOR LICENSING (111)

TOWERS

PERRIN

ME' INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

17a. I am aware of the following methods to
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. l am aware of the following methods to
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that
contrast with: Co-workers in my work unit

A 86

A .. .". .. . . ;

A :~..

75 1000 25 50

Legend

I i A. DIVISION OF NEW REACTOR LICBESING (111)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS
PERNRION

__ _ ___DIVISION OF NEW REACTOR LICENSING (111) _ ______ I,•JR&INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
ableTotal Favorable Diff

34b. I feel comfortable expressing views that
contrast with: My supervisor

34c. I feel comfortable expressing views that
contrast with: My office/region
management

34d. I feel comfortable expressing views that
contrast with: Senior management

47. Employees are positively recognized for
raising differing views.

A1 -

A .

8 13

17 17

20 20

25 13a * 7'ýi"RFý7

0 25 50 75 100

Legend

*0 A. DIVISION OF NWJ REACTOR LICENSING (111)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF NEW REACTOR LICENSING (111)

TOWERS

PERRIN
isle• INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

57a. From what I know or have heard, I think:
The Open Door Policy is effective

57b. From what I know or have heard, I think:
The Non-Concurrence Process is
effective

65. From what I know or have heard, the
Differing Professional Opinions [DPO]
Program is effective.

72. I think I would be willing to use the
Differing Professional Opinions [DPO]
Program in appropriate circumstances.

A

A

A

A

35 15

38 9

32 13

10 19

0 25 50 75 100

Legend

UA. DIVISION OF NEW REACTOR LICENJSING (1111)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF NEW REACTOR LICENSING (111)

TOWERS

PERRIN
IS¥1f INTERNATIONAL. SURVEY RSESARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

76a. Regarding the Differing Professional
Opinions [DPO] Program: It functions
properly

76b. Regarding the Differing Professional
Opinions [DPO] Program: It has no
negative effect on career development at
the NRC

76c. Regarding the Differing Professional
Opinions [DPO] Program: I think Senior
management supports it

A 51 9

A 45 19

IA 33 9

0 25 50 75 100

Legend

1* A. DIVISION OF NEW REACTOR LICBISING (111)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF NEW REACTOR LICENSING (111)

TOWERS

PERRIN

MR' INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment

Don't
KnowNo Diff Yes

83a. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their peers

83b. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their
supervisor

83c. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Senior
management

10 21

21 22A L

17 24

0 25 50 75 100

Legend_______ __ ________ _______ __ __

jW A. DIVISION OF NEW REACTOR LICENSING (111)

Legend•A. BVISION OF I•NREACTOR LICENSING(Ill)



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Categories:

Braden, Michael
Monday, October 19, 2009 1:46 PM
Williams, Joseph
Moser, Michelle
RE: Request For Survey Results- DSER
Requested Info - ARP.ppt

Red Category

Joe,

Here are DSER results for the categories requested.

Mike B.

Michael K. Braden
NSPDP (General Engineer)
U.S. Nuclear Regulatory Commission
Office of New Reactors (NRO)

Siting and Accident Consequences (RSAC)
Phone: (301) 415-5318
Office: T-7D19
Mailstop: T-7F27
MichaeI.Braden @nrc.gov

From: Williams, Joseph
Sent: Monday, October 19, 2009 1:33 PM
To: Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter, Keith; Donoghue, Joseph; Braden,
Michael; Moser, Michelle; Burroughs, Eleasah; Bernal, Sara
Cc: Whitaker, Barbara; Green, Jamie; Johnson, Debby
Subject: Request For Survey Results

In my review of the safety culture survey results, I have focused on a couple areas where I think NRO has
the potential for significant improvement: "Quality Focus" and "Open, Collaborative Working Environment."
To assist in identifying issues and recommendations for the office, it would be helpful to me if I could have
results from these areas for the other divisions within NRO. I spoke to Glenn Tracy about my interest in
these areas, and he agreed that it would be useful if I had that data.

The data I am looking for is easily obtained in a couple minutes from slides which can be created by your
survey results spreadsheet. From the main menu, select "Items By Category," then select "Quality Focus"
from the Category menu at the top of the page. A single page with 3 questions should appear. Create a
PowerPoint slide of this page using the "Copy..." button in the top left corner.

After creating this slide, select "Open, Collaborative Working Environment" from the "Category" menu. This
selection should generate 5 pages of information. Using the "Copy..." button, create PowerPoint slides
using the "Slides for the Current Category" selection.

1-11 Lh*
12



Once you have created the slides, please forward them to me via email. I am also interested in hearing if
there is other information pertinent to these topics that you have found during your review, or if you have
other insights to share. Given the short timeframe for this effort, I'll be obliged if you can provide the data
by mid-day, Tuesday, October 20.

Thanks very much for your assistance.

Joe Williams
Senior Project Manager
Advanced Reactor Program
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS

DIVISION OF SITE & ENVIRONMENTAL REVIEWS (71) ISRNTERNATIONALSU• 'VEY RESEARCH

Category 16: Quality Focus
Total

Unfavor-
? able

16. The quality of work done in mywork unit isi
excellent.

33a. We too often sacrifice the quality of our
work in order to: Meet established Metrics
[established schedule of performance] (N)

33b. We too often sacrifice the quality of our
work in order to: Satisfy a personal or
political need (N)

Total Favorable

A

A

A

Diff

10 1

10 41

13 21

0 25 50 75 100
(N) indicates 'Disagreeing'is the Favorable Response

Legend

* A. DIVISION OF SITE& BfVIRONM'B4TAL REVIEWVS (71)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SITE & ENVIRONMENTAL REVIEWS (71)

TOWERS

PERRIN

ISIS' INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
ableTotal Favorable DMff

17a. I am aware of the following methods to
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. I am aware of the following methods to
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that
contrast with: Co-workers in my work unit

A

A

75 1000 25 50

Legend

A. DIVISION OF SITE & ENVIROMMI BiITAL REVIEWS (71)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWE
PERR

DIVISION OF SITE & ENVIRONMENTAL REVIEWS (71) 1X t,•RN,

RS
UIN

ATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
ableTotal Favorable Diff

34b. I feel comfortable expressing views that
contrast with: My supervisor

34c. I feel comfortable expressing views that
contrast with: My office/region

management

34d. I feel comfortable expressing views that
contrast with: Senior management

47. Employees are positively recognized for
raising differing views.

A 4 7

A 66

Am /

17 17

17 27

18 13A
ý = 71--Mr.wW-7 11---60

0 25 50 75 100

Legend______________________________________________ __

*A. DIVISION OF SITE& ENVIRONMENTAL REVIEWS (71)



TOWERS

PERRIN

HiE INTERNATIONAL SURVEY RESEARCH

Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SITE & ENVIRONMENTAL REVIEWS (71)

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

57a. From what I know or have heard, I think:
The Open Door Policy is effective

57b. From what I know or have heard, I think:
The Non-Concurrence Process is

effective

65. From what I know or have heard, the
Differing Professional Opinions [DPO]

Program is effective.

72. I think I would be willing to use the
Differing Professional Opinions [DPO]
Program in appropriate circumstances.

A

A

IA

37

38

36

11

A

A r- .. - - W

0 25 50 75 100

Legend

I E A. DIVISION OF SITE& ENVIRONMEITAL REVIEWS (71) 1



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SITE & ENVIRONMENTAL REVIEWS (71)

TOWERS

PERRIN

LS11t INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? able

76a. Regarding the Differing Professional
Opinions [DPO] Program: It functions
properly

76b. Regarding the Differing Professional
Opinions [DPO] Program: It has no
negative effect on career development at
the NRC

76c. Regarding the Differing Professional
Opinions [DPO] Program: I think Senior

management supports it

Total Favorable

A

Diff

55 5

47 14

30 3

0 25 50 75 100

Legend

SA. DIVISION OF SITE & BWIRONMI ETAL REVIEWS (71)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF SITE & ENVIRONMENTAL REVIEWS (71)

TOWERS

PERRIN

IAXf INTERNATONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment

Don't
KnowNo Diff Yes

83a. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their peers

83b. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their
supervisor

83c. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Senior
management

A

A

11 15

13 18

8 18A 73

a 25 50 75 100

Legend

A. DIVISION OF SITE& ENVIRONMENBTAL REVIEWS (71)



Williams, Joseph

From: Bernal, Sara
Sent: Tuesday, October 20, 2009 1:38 PM
To: Williams, Joseph
Cc: Burroughs, Eleasah
Subject: RE: Request For Survey Results
Attachments: DCIP Requested Survey Data.ppt

Categories: Red Category

Hi Joe, Sorry to be a little late, attached is the data you requested from DCIP.
sara
Health Physicist
NRO/DCIP/CHPB

From: Williams, Joseph
Sent: Monday, October 19, 2009 1:33 PM
To: Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter, Keith; Donoghue, Joseph; Braden,
Michael; Moser, Michelle; Burroughs, Eleasah; Bernal, Sara
Cc: Whitaker, Barbara; Green, Jamie; Johnson, Debby
Subject: Request For Survey Results

In my review of the safety culture survey results, I have focused on a couple areas where I think NRO has
the potential for significant improvement: "Quality Focus" and "Open, Collaborative Working Environment."
To assist in identifying issues and recommendations for the office, it would be helpful to me if I could have
results from these areas for the other divisions within NRO. I spoke to Glenn Tracy about my interest in
these areas, and he agreed that it would be useful if I had that data.

The data I am looking for is easily obtained in a couple minutes from slides which can be created by your
survey results spreadsheet. From the main menu, select "Items By Category," then select "Quality Focus"
from the Category menu at the top of the page. A single page with 3 questions should appear. Create a
PowerPoint slide of this page using the "Copy..." button in the top left corner.

After creating this slide, select "Open, Collaborative Working Environment" from the "Category" menu. This
selection should generate 5 pages of information. Using the "Copy..." button, create PowerPoint slides
using the "Slides for the Current Category" selection.

Once you have created the slides, please forward them to me via email. I am also interested in hearing if
there is other information pertinent to these topics that you have found during your review, or if you have
other insights to share. Given the short timeframe for this effort, I'll be obliged if you can provide the data
by mid-day, Tuesday, October 20.

Thanks very much for your assistance.

Joe Williams
Senior Project Manager
Advanced Reactor Program

IN a(4
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIMSION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

TOWERS
PERRIN

1W INTERNATIONAL SURVEY RESEARCH

Category 16: Quality Focus
Total

Unfavor-
? ableTotal Favorable Diff

16. The quality of work done in mywork unit is
excellent.

33a. We too often sacrifice the quality of our
work in order to: Meet established Metrics
[established schedule of performance] (N)

33b. We too often sacrifice the quality of our
work in order to: Satisfy a personal or
political need (N)

A 4 3

a 541 8 39

15 26AF 5

0 25 50 75 100
(N) indicates 'Disagreelng is the Favorable Response

Legend

0 A. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

TOWERS

PERRIN

= INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

17a. I am aware of the following methods to A
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to A
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. I am aware of the following methods to A
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that A
contrast with: Co-workers in my work unit

0 25

Legend

N A. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

50 75 100



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

TOWERS
PERRIN

MRl INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

34b. I feel comfortable expressing views that
contrast with: My supervisor

34c. I feel comfortable expressing views that
contrast with: My office/region
management

34d. I feel comfortable expressing views that
contrast with: Senior management

47. Employees are positively recognized for
raising differing views.

A 3 15

A0 11 19

13 20A8

A 30 9

0 25 50 75 100

Legend

10 A. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

TOWERS
PERRIN

LW INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

, I-,

57a. From what I know or have heard, I think:
The Open Door Policy is effective

57b. From what I know or have heard, I think:
The Non-Concurrence Process is

effective

65. From what I know or have heard, the
Differing Professional Opinions [DPO]
Program is effective.

72. I think I would be willing to use the
Differing Professional Opinions [DPO]
Program in appropriate circumstances.

a 55 1 39

39

6

3A5

A 32 10

6 13A

0 25 50 75 100

Legend

10 A. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey

DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

TOWERS

PERRIN

1W INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment
Total

Unfavor-
? ableTotal Favorable Diff

Ir I

76a. Regarding the Differing Professional
Opinions [DPO] Program: It functions
properly

76b. Regarding the Differing Professional
Opinions [DPO] Program: It has no
negative effect on career development at
the NRC

76c. Regarding the Differing Professional
Opinions [DPO] Program: I think Senior
management supports it

A

Am

Am

53 6

53 17

26 4

0 25 50 75 100

Legend

I* A. DIVISION OF CONSTRUCTION INSPECTION & OPBEATIONAL PROGRAMS (80) 1
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DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)

TOWERS

PERRIN

U INTERNATIONAL SURVEY RESEARCH

Category 17: Open, Collaborative Working Environment

Don't
KnowNo Diff Yes

83a. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their peers

83b. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Their
supervisor

83c. During the past year, I have heard of
someone who has experienced a negative
reaction for having raised a mission-
related differing view from: Senior
management

0 25 50 75 100

Legend

0 A. DIVISION OF CONSTRUCTION INSPECTION & OPERATIONAL PROGRAMS (80)



Williams, Joseph
From: Williams, Joseph
Sent: Wednesday, October 21, 2009 2:07 PM
To: Tracy, Glenn
Subject: Proposed Presentation to NRO Retreat

Glenn,

Per our conversation a couple weeks ago, I have focused my safety culture survey work on the "Quality
Focus" and "Open, Collaborative Working Environment" categories. I have gathered data from both the
office-level report, and from the various divisions to develop some insights and recommendations, and plan
to incorporate the team's insights when I present the topics to the team when we meet next week.

I am not familiar with what was planned for this discussion at the NRO retreat on November 6, but I believe
it might be beneficial if I had the opportunity to present that part of the team's effort to you and the other
office managers. As you might imagine, some of the recommendations are derived from my personal
experience, so I think I would be better prepared to address questions on those items than someone who is
unfamiliar with the basis of the recommendations.

Let me know what you think of this idea. I can share my current draft of the slides I am preparing, if that
would be helpful to you.

Thanks.

Joe

1



Williams, Joseph

From: Mott, Kenneth
Sent: Wednesday, October 21, 2009 4:12 PM
To: Williams, Joseph
Cc: Jenkins, Ronaldo
Subject: DE Survey results as requested RE: Request For Survey Results
Attachments: DE 2009 Safety Culture and Climate Survey Overview 10-16-09 FINAL1 .ppt

Categories: Red Category

Joe,

I was out of the office for training and just returned to the office.

Here are the DE survey results in powerpoint presentation.

Also, please see powerpoint appendix for additional information/data.

If there are any questions/comments please do not hesitate to call or email me at your earliest
convenience.

Ken Mott
Electrical Engineer
Office of New Reactors
Instrumentation and Controls
United States Nuclear Regulatory Commission
Mailstop: T-10-D22
W-301.415.3242
ken neth. mott(on rc..qov

From: Williams, Joseph
Sent: Monday, October 19, 2009 1:33 PM
To: Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter, Keith; Donoghue, Joseph; Braden,
Michael; Moser, Michelle; Burroughs, Eleasah; Bernal, Sara
Cc: Whitaker, Barbara; Green, Jamie; Johnson, Debby
Subject: Request For Survey Results

In my review of the safety culture survey results, I have focused on a couple areas where I think NRO has
the potential for significant improvement: "Quality Focus" and "Open, Collaborative Working Environment."
To assist in identifying issues and recommendations for the office, it would be helpful to me if I could have
results from these areas for the other divisions within NRO. I spoke to Glenn Tracy about my interest in
these areas, and he agreed that it would be useful if I had that data.

The data I am looking for is easily obtained in a couple minutes from slides which can be created by your
survey results spreadsheet. From the main menu, select "Items By Category," then select "Quality Focus"
from the Category menu at the top of the page. A single page with 3 questions should appear. Create a
PowerPoint slide of this page using the "Copy..." button in the top left corner.

After creating this slide, select "Open, Collaborative Working Environment" from the "Category" menu. This
selection should generate 5 pages of information. Using the "Copy..." button, create PowerPoint slides
using the "Slides for the Current Category" selection. I I

5



Once you have created the slides, please forward them to me via email. I am also interested in hearing if
there is other information pertinent to these topics that you have found during your review, or if you have
other insights to share. Given the short timeframe for this effort, I'll be obliged if you can provide the data
by mid-day, Tuesday, October 20.

Thanks very much for your assistance.

Joe Williams
Senior Project Manager
Advanced Reactor Program

6



/VV-0Williams, Joseph I

From:
Sent:
To:

Green, Jamie
Wednesday, October 21, 2009 3:01 PM
Green, Jamie; Williams, Joseph; Whitaker, Barbara; Cruz, Zahira; Bloom, Steven;
Jenkins, Ronaldo; Mott, Kenneth; Tetter, Keith; Donoghue, Joseph; Braden, Michael;
Moser, Michelle; Burroughs, Eleasah; Bernal, Sara
Johnson, Debby
Safety Culture TAC

Cc:
Subject:

Categories: Red Category

In case anyone needs this for T & A:

A10627 - OIG Safety Culture and Climate Survey
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Williams, Joseph

From: Williams, Joseph
Sent: Thursday, October 22, 2009 8:25 AM
To: Green, Jamie
Subject: FW: Proposed Presentation to NRO Retreat
Attachments: NRO Quality-OCWE evaluation JFW.pdf

Jamie,

FYI. I've tweaked the presentation, but it is very similar to what I discussed with you.

Joe

From: Williams, Joseph
Sent: Thursday, October 22, 2009 7:35 AM
To: Tracy, Glenn
Cc: Johnson, Debby
Subject: RE: Proposed Presentation to NRO Retreat

Glenn,

Here's is a copy of the current draft of the presentation I described below, showing the slides and the
associated notes. I can discuss it with you when you're back in the office, and figure out what the next
steps should be.

Joe

From: Tracy, Glenn
Sent: Wednesday, October 21, 2009 6:02 PM
To: Williams, Joseph
Cc: Johnson, Debby
Subject: Re: Proposed Presentation to NRO Retreat

Joe, as you may know I am in China. I would very much like to see your work. I am not sure that the retreat is the right
place or not, in light of the global overview and related global recommendations that were planned to be discussed,
but please provide me your insights directly and also to the team and debby, and allow the team process to
incorporate them into a briefing. We can then decide how best to proceed when I get back. Thanks Joe! Glenn

From: Williams, Joseph
To: Tracy, Glenn
Sent: Wed Oct 21 14:06:34 2009
Subject: Proposed Presentation to NRO Retreat

Glenn,

Per our conversation a couple weeks ago, I have focused my safety culture survey work on the "Quality
Focus" and "Open, Collaborative Working Environment" categories. I have gathered data from both the
office-level report, and from the various divisions to develop some insights and recommendations, and plan
to incorporate the team's insights when I present the topics to the team when we meet next week.

I am not familiar with what was planned for this discussion at the NRO retreat on November 6, but I believe
it might be beneficial if I had the opportunity to present that part of the team's effort to you and the other
office managers. As you might imagine, some of the recommendations are derived from my personal
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, experience, so I think I would be better prepared to address questions on those items than someone who is
unfamiliar with the basis of the recommendations.

Let me know what you think of this idea. I can share my current draft of the slides I am preparing, if that
would be helpful to you.

Thanks.

Joe
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Williams, Joseph NLO
From:
Sent:
To:

Cc:
Subject:
Attachments:

Categories:

Johnson, Debby
Monday, October 26, 2009 2:46 PM
Williams, Joseph; Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter,
Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle; Burroughs, Eleasah; Bernal,
Sara
Whitaker, Barbara; Green, Jamie
Reminder: Results to Action Plans due cob today
Division Results to Action Plan.doc; NRO Results to Action Team meeting

Red Category

All,

Just sending a "gentle reminder" that your division action plan is due this afternoon. See you tomorrow
morning at 8:30 in T7-AI.

Debby
415-1415
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Williams, Joseph

From:
Sent:
To:

Subject:
Attachments:

Williams, Joseph
Tuesday, October 27, 2009 9:56 AM
Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter, Keith; Donoghue,
Joseph; Braden, Michael; Moser, Michelle; Burroughs, Eleasah; Bernal, Sara; Whitaker,
Barbara; Green, Jamie; Johnson, Debby
NRO Quality Focus and Open, Collaborative Working Environment Assessment
JFW assessment.ppt

The attached file provides the slides and notes I discussed at the safety culture survey team meeting this
morning. I will be discussing these topics with Glenn Tracy next Tuesday, which may lead to a discussion
of NRO's quality focus and open, collaborative working environment results and recommendations at the
management retreat on November 6. I welcome any questions or comments you have, and will try to
incorporate your suggestions into my presentation to Glenn.

Thanks.

Joe Williams
415-1470

/y~Gl~
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOW

NRO (440)

CATEGORY SCORES

Favorable Scores

Job Satfacton

Engagement

NRC Image

Clarity of Responsibilities

NRC Mission A Sbategic Plan

supersionaI

Working Relationships

Workload and Support

Management Leadership

Conimunication

Contituos Improvement Commitnent

Empowerment

Training and Development

Performance Management

Open, Collaborative Working Environme

Quality Focus _j

Organizational Change

0 25 so 75 100

NRO Improvement Opportunities

NRO has opportunity to significantly improve overall performance in
categories relevant to NRC's core mission

Quality focus: 66% favorable responses

Open, collaborative working environment: 69% favorable responses

80% or greater favorable responses seems to be an attainable goal

1



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS

NRO (440)

Category 16: Quality Focus

Total Favorable

I& The quality of Work done In ny ork unit Is
excellent.

33a. We too often sacrtlice the qual~ty of our
work In order to: Meet estabUshed Metrics
[esabibshed schedule of performance) (N)

33b. vi too often sacriwfce the quaUty of our
Work In order to: Satisfy a personal or
polticale need (N)

(N) k-k-i 6Wxgr F.-bka Respos

Total

Un2,•'-
oall ? abbe

6 3

11 39

15 27

0 25 so 75 ,0

Leg..d

IE A. MW (,u)

Quality Focus

Consistent strong results for quality within work unit (all above 80%, many
above 90%), so it appears that individuals are satisfied with quality within their
control

Consistent perception that quality is adversely affected by metrics, and personal
or political needs

39% unfavorable, 11% indeterminate re: effect of metrics (33a)

27% unfavorable, 15% indeterminate re: effect of personal or political
need (33b)

Difference seems to indicate that staff may not feel metrics help them do their
jobs, or that metrics do not address important aspects of their work.

There may be a perception that quality is adversely affected when a product
leaves a work unit.
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Quality Focus Recommendations

" Set target for category at or above 80% favorable responses
" Reinforce expectations regarding Organizational Values and

Principles of Good Regulation (i.e., ISOCCER initiative)
" Continual communication of context for metrics to improve

understanding of relevance and benefits for the staff
- Why are metrics important?
- How do they help staff do their job?
- Staff feedback can contribute to refining metrics

" Ensure that staff and office performance evaluations consider
elements not addressed by metrics

" Clear expectations that adequate (not necessarily perfect) quality
supporting safety, security, and environmental protection have
precedence over metrics

-Set target for category at or above 80% favorable responses

-Where does NRO want to be?

-Reinforce expectations regarding Organizational Values and Principles of Good
Regulation (i.e., ISOCCER initiative)

-Continual communication of context for metrics to improve staff understanding
of their relevance and benefits

-Why are metrics important?

-How do they help staff do their job?

-Ensure that staff and office performance evaluations consider elements not
addressed by metrics

-Appreciation for intangibles

-Clear expectations that adequate (not necessarily perfect) quality supporting
safety, security, and environmental protection have precedence over metrics

-Our mission is more important than our metrics

3



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERSPIERRM.N

NRO (440)

Category 17: Open, Collaborative Working Environment
Toisi

Unfavo-

Total Favorable nsf ? *ble

17a. I am retre of the followng methods to A 6 3
raise a concern: The Non-Concurrence
Process

17b. I am ayre of the toilovsng methods to 5 3
raise a concern: The Differing
Professional Opinions [DPO] Program

17C. I am aware of the followng methods to 3 3
raise a concern: The Open Door Policy

34a. I feel comfortable expressing vles that 3 7
contrast ,ilth: Co-workers In my Work unit

0 2n M0 75 100

L.egnd
ME A, MM ("a)

Open, Collaborative Working Environment

Consistent strong awareness of available tools: -85%+ for all divisions,
90%+ for office

Staff also feels comfortable discussing issues with their peers
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Nuclear Regulatory Commission 2009 Safety Culture & Climate SurVey TWIRER

NRO (440)

Category 17: Open, Collaborative Working Environment

Total Favorable

34b. I feel comfortable expressing vleA thaI At
contrast wvth: My supervisor

34c. I feel comfortable expressing vlews that A
contrast vlh: My officelreglon
management

34d. I feel comfortable expressing vls tha A
contrast vith: Senior management

47. Enployees are positively recognized for A
raising differing vlews.

0 25 58 75 100

TGUM
LSnftv-

01f ? ohio

1 5 10

16 16

17 19

21 12

L.aend

n A. MMo(4,D)

Open, Collaborative Working Environment

Staff also appear to be generally comfortable discussing contrasting
views with their supervisors, but many are uncertain or comfortable
with such discussions at higher levels.

about 1/3 unfavorable or indeterminate responses for raising contrary
views with office or senior management

Presents an opportunity for improvement
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWURSpan MN

NRO (440)

Category 17: Open, Collaborative Working Environment
TOtal

Unfa-or

Total Favorable ON ? able

67a. From vtiat I know or have heard, I think: A 32 10
The Open Door Policy Is effective

57b. From what I know or have heard, I think: Am 36 7
The Non-Concurrence Process Is
effective

65. From Mdat I know or have heard, the A ý. 32 10
Differing Professional Opinions 1DPO]
Program Is effective.

72. I thin I %ould be willing to use te A 12 13
Differing Professional Opinions [DPO]
Program in appropriate circumstances.

0 25 60 76 100

EA. Io 5iUO)

Open, Collaborative Working Environment

There is also considerable uncertainty about the effectiveness of the
tools available for expressing differing views.

large number of indeterminate (-1/3) or negative (7-10%)
responses for effectiveness (57a, 57b, 65)

Nonetheless, while about 25% of the staff gave unsure or unfavorable
responses when asked about their willingness to use the DPO
process, a strong majority indicated they would use the program, if
necessary. However, some organizations indicated much lower
willingness.

There is clearly an opportunity to improve these results by decreasing the
staff's uncertainty regarding their effectiveness.
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERSpaEn IN

NRO (440)

Category 17: Open, Collaborative Working Environment
Tot.!

Untfvor-
Total Favorable ia ? 0.b

76a. Regarding the Differing Professional A 50 7
Opinions [DPO] Program: It functions
property

76b. Regarding the Differing Professional Al lll 48 16
Opinions [DPO] Program: It has no
negative effect on career development at
the NRC

76c. Regarding the Differing Professional A 27 7
Opinions [OPO] Program: I think Senior
management supports It

0 25 so 75 1IN

Lee.nd
i A. Mo(401

Open, Collaborative Working Environment

* There is considerable uncertainty regarding how well the DPO process
works

* over half employees do not know or don't believe DPO functions properly
(76a)

* only 38% believe DPO will not adversely affect career (76b)

* While most staff believes senior management supports the program, one
bad example can significantly affect perceptions of fairness and
effectiveness

* significant opportunity for improvement

7



Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey ToweM,PH RRIN

NRO (440)

Category 17: Open, Collaborative Working Environment

Don't
NO 0MIf Y.. Know

83a. During the past par, I have heard of A 9 22
someone vto has experienced a negative
reaction for having raised a mission-
related differing view from: Their peers

83b. During the past year, I have heard of A 14 22
sonmone Wio has experienced a negative
reaction for having raised a mission-
related differing view from Their
supervisor

83c. During the past yar, I have heard of A 11 23
soneone who has experienced a negative
reaction for having raised a mission-
related dilftering view from Senior
management

a 25 50 75 180

Loen0d
M A. mO4U)

Open, Collaborative Working Environment

About 1/3 of staff are uncertain or gave an unfavorable response regarding the
effect of raising differing views.

These results also indicate substantial opportunity for improvement
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Open, Collaborative Working
Environment Recommendations

• Set target for category at or above 80% favorable
responses

" Reinforce expectations regarding Organizational
Values and Principles of Good Regulation

" Finalize MD 10.158, including requirements for
-thorough and comprehensive response
-consultation with originator(s) to ensure accurate

understanding of issues
-opportunity for rebuttal by originator
-originator participation in relevant discussions

* Publicize final procedure

The first two recommendations are similar to recommendations for Quality Focus

*Set target for category at or above 80% favorable responses WHERE DOES NRO WANT TO
BE?

-Reinforce expectations regarding Organizational Values and Principles of Good Regulation

The non-concurrence program Management Directive has been a draft for well over a year. This
can create confusion regarding the relevance of procedure, and reduce staff confidence in the
process.

While the MD provides a good initial starting point, my experience with the process suggests
some improvements can be easily made that will substantially improve its effectiveness.

-Finalize MD 10.158, including requirements for

-thorough and comprehensive response: expected by current process, but not enforced

-consultation with originator(s) to ensure accurate understanding of issues
-engineers aren't always the best communicators, so consultation is needed
ensure understanding

-Engagement with originator can help make them part of the solution, and
avoids isolating them

-opportunity for rebuttal by originator helps ensure that the response doesn't miss an
important point
-originator participation in relevant discussions: avoid isolation, helps ensure views are
appropriately represented and characterized

-Publicizing the final procedure should increase staff awareness, and reduce uncertainty
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OCWE Recommendations,
continued

" Required training in NCP and DPO processes
- Management

* Ensure consistent understanding and expectations
* Review experience gained from implementation

- Staff
" Understanding of tools
" Increased familiarity with process should reduce uncertain

responses
" NRO differing views point-of-contact

- Tangible evidence of the office's commitment
- Ensure robust process and rigorous resolution of issues
- Impartial 3rd party avoids placing management in position of

having to take sides before a decision is made
- Familiarity with processes to assist management and staff
- Ensure accountability

-Training in NCP and DPO processes. Training should be required for all
management and staff. All Hands meetings can reinforce expectations, but
does not ensure everyone is trained.

-Management

-Ensure consistent understanding and expectations

-Review experience gained from implementation

-Staff
.Understanding of tools

-Increased familiarity with process should reduce uncertain
responses

*NRO differing views point-of-contact responsible

-Tangible evidence of the office's commitment. Can be a collateral duty
depending on level of activity.
-Ensure process is followed and all issues rigorously addressed

-Impartial 3rd party avoids placing management in position of having to
take sides before a decision is made, especially in cases where there is a
dispute between staff and management/supervision. This role is not
provided by the agency's Differing Views Coordinator.

-Familiarity with processes to assist management and staff who have
little or no experience with differing views procedures
-Ensure accountability

10



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Williams, Joseph
Wednesday, November 04, 2009 8:21 AM
Tracy, Glenn
Green, Jamie; Johnson, Debby
Revised Slides
JFW assessment.pdf

The attached file provides revised slides based on your feedback yesterday. Specific changes include:

" Deletion of the previous slide 8, which included summary of survey responses for questions 83a,
83b, and 83c. This slide was deleted based on your comment regarding uncertainty in interpreting
"don't know" responses for a "yes/no" question.

* The OCWE recommendations slides have been revised. The first slide contains recommendations
which are within NRO's control for implementation. I cut the number of sub-bullets, and
incorporated that information into the speaker notes.

" The second recommendation slide provides items NRO can propose for agency action.

I have also revised the speaker notes. In case it wasn't clear, it is not my intent to provide those notes as
part of the presentation.

You had asked why the non-concurrence MD is still draft. I spoke to Stew Magruder, who told me that it
was thought that it would be easier to incorporate lessons learned in to a draft procedure before it was
finalized. It seems to me that the suggested enhancements given in the presentation fit into that scheme,
so hopefully the procedure's owners will be receptive to such input.

I can be reached at 415-1470 if you have questions.

Thanks.

Joe

/
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS

NRO (440)

CATEGORY SCORES
Favorable Scores

Job Satisfaction

Engagement

NRC Image

Clarity of Responsbilities

NRC Mission & Strategic Plan

Supervision

Working Relationships

Workload and Support

Management Leadership

Communication

Continuous Improvement Commitment

Empowerment

Training and Development

Performance Management 70

Open, Collaborative Working Envi ..

Quality Focus =:
Organizational Change

0 25 50 75 100

NRO Improvement Opportunities

NRO has opportunity to significantly improve overall performance in
categories relevant to NRC's core mission

Quality focus: 66% favorable responses

Open, collaborative working environment: 69% favorable responses
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey Towe nS

NRO (440)

Category 16: Quality Focus
Teftý

Total Favorable Dff ? abl

16. The quality of work done in rnywork unit is 6 3
excellent

33a. We too often sacrifice the quality of our1[a A 11 39
work in order to: Meet established Metrics
[established schedule of perfornance] (N)

33b. We too often sacrifice the quality of our A 15 27
work in order to: Satisfy a personal or
political need (N)

0 25 50 75 100

taslndMA) 050. (44o) fi

Quality Focus

Consistent strong results for quality within work unit (all above 80%, many above
90%), so it appears that individuals are satisfied with quality within their control

Consistent perception that quality is adversely affected by metrics, and personal or
political needs

39% unfavorable, 11% indeterminate re: effect of metrics (33a)

27% unfavorable, 15% indeterminate re: effect of personal or political need
(33b)

Difference seems to indicate that staff may not feel metrics help them do their jobs,
or that metrics do not address important aspects of their work.

There may be a perception that quality is adversely affected when a product leaves
a work unit.
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Quality Focus Recommendations

" Set target for improved performance
* Reinforce expectations regarding Organizational Values

and Principles of Good Regulation (i.e., ISOCCER
initiative)

" Continual communication of context for metrics to
improve understanding of relevance and benefits for the
staff

- Why are metrics important?
- How do they help staff do their job?
- Staff feedback can contribute to refining metrics

" Ensure that staff and office performance evaluations
consider elements not addressed by metrics

" Balance between quality supporting adequate protection
and metrics

-Set target for improvement

-Where does NRO want to be?

'Reinforce expectations regarding Organizational Values and Principles of Good
Regulation (i.e., ISOCCER initiative)

-Need to improve communication
-Consistent message, as opposed to "flavor of the month": ISOCCER
goodies appear on everyone's desk without context

-Continual communication of context for metrics to improve staff understanding of
their relevance and benefits

'Why are metrics important?

'How do they help staff do their job?

'Ensure that staff and office performance evaluations consider elements not
addressed by metrics

'Appreciation for intangibles

'Clear expectations that adequate (not necessarily perfect) quality supporting
safety, security, and environmental protection have precedence over metrics

'Our mission is more important than our metrics
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Nuclear Regulatory Commission 2009 Safety Culture & Clismate Survey TOWERS

NRO (440) Mr

Category 17: Open, Collaborative Working Environment

Total Favorable Dn

17a. I am aware of the following methods to
raise a concern: The Non-Concurrence
Process

17b. I am aware of the following methods to
raise a concern: The Differing
Professional Opinions [DPO] Program

17c. I am aware of the following methods to
raise a concern: The Open Door Policy

34a. I feel comfortable expressing views that
contrast with: Co-workers in my work unit

T-|

Unfaw-
6 able

6 3

5 3

3 3

3 7

a 25 50 75 100

L.e.ed

UmA •O40

Open, Collaborative Working Environment

Consistent strong awareness of available tools: -85%+ for all divisions,
90%+ for office

Staff also feels comfortable discussing issues with their peers
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey %owsn

NRO (440) at---

Category 17: Open, Collaborative Working Environment

34b. I feel comfortable expressing views that
contrast with: My supervisor

34c. I feel comfortable expressing views that
contrast with: My office/region
management

34d. I feel comfortable expressing views that A
contrast with: Senior management

47. Employees are positively recognized for A
raising differing views.

Total Favorable 01ff ? able

5 10

16 16

17 19

21 12

0 25 so 75 100

Land

10 A. NRD ("0) 
1

Open, Collaborative Working Environment

Staff also appear to be generally comfortable discussing contrasting views
with their supervisors, but many are uncertain or comfortable with such
discussions at higher levels.

about 1/3 unfavorable or indeterminate responses for raising contrary views
with office or senior management

Presents an opportunity for improvement
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey TOWERS

NRO (440) SW -

Category 17: Open, Collaborative Working Environment

ULiaavr.
Total Favorable D0ff ? able

57a. Fromwhat I know or have heard, I think: A ! 32 10
The Open Door Policy is effective

57b. From what I know or have heard, I think: A[- 36 7
The Non-Concurrence Process is
effective

65. From what I know or have heard, the A 32 10
Differing Professional Opinions [DPO]
Program is effective.

72. I think I would be willing to use the A 12 13
Differing Professional Opinions [DPO]
Program in appropriate circumstances.

0 25 50 75 100

UK 0 5 (440)

Open, Collaborative Working Environment

There is also considerable uncertainty about the effectiveness of the tools
available for expressing differing views.

large number of indeterminate (-1/3) or negative (7-10%)
responses for effectiveness (57a, 57b, 65)

Nonetheless, while about 25% of the staff gave unsure or unfavorable
responses when asked about their willingness to use the DPO process, a
strong majority indicated they would use the program, if necessary.
However, some organizations indicated much lower willingness.

There is clearly an opportunity to improve these results by decreasing the
staffs uncertainty regarding their effectiveness.
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Nuclear Regulatory Commission 2009 Safety Culture & Climate Survey 0oWe RS

NRO (440)

Cateogory 17: Open, Collaborative Working Environment
Total

thaw-
Total Favorable oW 7 sob

76a, Regarding the Differing Professional A 50 7
Opinions [DPO] Program: It functions
properly

76b, Regarding the Differing Professional A;45 16
Opinions [DPO] Program. It has no
negative effect on career development at
the NRC

76c, Regarding the Differing Professional A 27 7
Opinions [DPO] Program: I think Senior
management supports it

0 25 50 75 100

MA. NM~ (440)

Open, Collaborative Working Environment
0 There is considerable uncertainty regarding how well the DPO process works
* over half employees do not know or don't believe DPO functions properly (76a)
* only 38% believe DPO will not adversely affect career (76b)
* While most staff believes senior management supports the program, one bad

example can significantly affect perceptions of fairness and effectiveness
* significant opportunity for improvement
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Open, Collaborative Working
Environment Recommendations

" Set target for improved performance

" Reinforce expectations regarding
Organizational Values and Principles of
Good Regulation

" Avoid pre-determined outcomes

" Required training for management and
staff in NCP and DPO processes

* NRO differing views point-of-contact

The first two recommendations are similar to recommendations for Quality Focus

*NRO can set a target for improved performance > where does NRO want to be?

-Reinforce expectations regarding Organizational Values and Principles of Good Regulation

-it is important for management to avoid becoming overly invested in a pre-determined outcome. As new
information comes to light over the course of a project, expected outcomes can change. One source of such
information is staff differing views.

*NRO should require all employees to be trained in the differing views processes
-Ensures consistent understanding of processes and expectations
-Increase familiarity with tools should help reduce staff uncertainty
*Managers can review experience gained from implementation
-Training expectation reinforces management's support of the processes
-Training on processes affecting core mission should be at least on equal footing with other training
(i.e., Information Security)

-The team also proposes creation of an NRO point of contact for differing views issues
-Tangible evidence of the office's commitment. Can be a collateral duty depending on level of activity.
-Impartial 3rd party avoids placing management in position of having to take sides before a decision is
made, especially in cases where there is a dispute between staff and management/supervision. This
role is not provided by the agency's Differing Views Coordinator.
-Familiarity with processes to assist management and staff who have little or no experience with
differing views procedures
-Ensure accountability, ensure process is followed and all issues rigorously addressed
-Assist identification of improvement opportunities as experience is gained

8



OCWE Recommendations:
Suggested Agency Action

* Finalize MD 10.158, with enhancements

* Publicize final procedure

* Training for all employees via iLearn

While the MD provides a good initial starting point, there are improvements that can be easily made
that will substantially improve its effectiveness.

-Finalize MD 10.158, including requirements for

-thorough and comprehensive response

-consultation with originator(s) to ensure accurate understanding of issues

-engineers aren't always the best communicators, so consultation is needed ensure
understanding

-Engagement with originator can help make them part of the solution, and avoids
isolation

-opportunity for rebuttal by originator helps ensure that the response doesn't miss an
important point

-originator participation in relevant discussions

-avoids isolation

-helps ensure views are appropriately represented and characterized

-Publicizing the final procedure should increase staff awareness, and reduce uncertainty

-Training should be mandatory for all employees

-Reinforces management expectations

-Training on processes affecting core mission should be at least on equal footing with other
training (i.e., Information Security)
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N C)Williams, Joseph

From:
Sent:
To:
Subject:

Johnson, Debby
Monday, November 09, 2009 9:17 AM
Williams, Joseph
RE: NRO All Hands meeting

Categories: Red Category

Great' Thanks, Joe

From: Williams, Joseph
Sent: Monday, November 09, 2009 9:08 AM
To: Johnson, Debby; Green, Jamie
Subject: RE: NRO All Hands meeting

Debby,

My calendar is open that day. I'll go ahead and tentatively block out the time.

Joe

From: Johnson, Debby
Sent: Monday, November 09, 2009 9:04 AM
To: Williams, Joseph; Green, Jamie
Subject: FW: NRO All Hands meeting

Jamie/Joe,

Great job on Friday. Heads up that the NRO All-Hands meeting is tentatively scheduled for Thursday
morning, December 17 from 9:30-11:00. Glenn may ask us to present, so I wanted to check your
availability

Thanks again,

Debby
415-1415

From: Williams, Donna
Sent: Wednesday, November 04, 2009 9:07 AM
To: Tracy, Glenn
Cc: Johnson, Debby; Tappert, John
Subject: NRO All Hands meeting

Glenn

I have tentatively scheduled the NRO All Hands meeting for the afternoon of December 17. DSRA
requested that we move it to the morning to accommodate their division holiday party. Since a large
portion of the meeting will focus on the OIG survey which you will have the lead to present, please let me
know if you are ok with holding the all hands on the morning of Dec. 17 (9:30-11:00).
Thanks
Donna

/ 
I
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Williams, Joseph /vkQ
From:
Sent:
To:

Cc:
Subject:
Attachments:

Categories:

Johnson, Debby
Monday, November 09, 2009 2:00 PM
Johnson, Debby; Cruz, Zahira; Bloom, Steven; Jenkins, Ronaldo; Mott, Kenneth; Tetter,
Keith; Donoghue, Joseph; Braden, Michael; Moser, Michelle; Burroughs, Eleasah; Bernal,
Sara; Whitaker, Barbara
Green, Jamie; Williams, Joseph
Results to Action presentation at NRO SES retreat last Friday
NRO Results to Action Plans by Division 10 30 09.ppt

Red Category

All,

The attached slides were presented at the NRO SES Retreat last Friday, and the recommendations were
well received. There was a presentation the day before from the Branch Chief delegation that raised a
couple of similar issues, so Mike asked that the office leadership discuss the recommendations at an
upcoming Program Meeting before finalizing the NRO Results to Action plan. Mike has asked that the
NRO survey results be showcased at the upcoming NRO All-Hands meeting, which is scheduled to be held
on Thursday, December 17 from 9:30 - 11:00. Mike and Gary will be learning more about agency
initiatives, including the possibility of OE-led focus-groups, at the NRC Senior Leadership meeting which
will be held November 17-19. I'll keep you posted as things progress.

Thanks again for all of your hard work!

Debby
415-1415
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Williams, Joseph NA
From: Johnson, Debby
Sent: Monday, November 30, 2009 5:28 PM
To: Green, Jamie
Cc: Williams, Joseph
Subject: RE: NRO Results to Action Plan Program Mtg 12.1.09.ppt

Categories: Red Category

Jamie,

Yes, that would be great if you'd review the first few slides. He asked us to be prepared to drill-down into
specific recommendations, so please consider this as you prepare for tomorrow's meeting.

I had a moment to brief Glenn, and he would like us to add a few slides to address Mike's concerns with
the GG-1/10 staff and the future of the nuclear industry, as well as adding slide that links the division, office
and agency action planning process. I'll work on those this evening or tomorrow morning, and will plan to
cover them during my portion of the presentation. I'll e-mail them to you both as soon as I've completed
them.

Thanks,

Debby
415-1415

From: Green, Jamie
Sent: Monday, November 30, 2009 3:53 PM
To: Johnson, Debby
Cc: Williams, Joseph
Subject: RE: NRO Results to Action Plan Program Mtg 12.1.09.ppt

Debby:

Should we prepared to discuss the slides you have attached in the same type of format that we presented
at the SES retreat? Meaning- should I begin the presentation since my focus area is first, or do you plan
to discuss the first few slides again?

Let me know!

From: Johnson, Debby
Sent: Monday, November 30, 2009 10:15 AM
To: Williams, Joseph; Green, Jamie
Subject: NRO Results to Action Plan Program Mtg 12.1.09.ppt

Joe/Jamie,

Would you like to make any changes to the attached slides prior to tomorrow's meeting? I'll make copies of
the NRO Vision of Success, the EDO Update, and the Supervisor/Employee checklists that RII developed.

Thanks,

Debby
415-1415
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Sustainability Focus

* Continue to implement NRO Vision of
Success and NRC mission and values

• Strive to sustain positive results, including
90% positive responses to job satisfaction

* Synergy between division, office & agency
action plans

* Enhance communication

2



NRO Strengths and Opportunities

Strengqths
• Very.high response rate

NRO Image and
Empowerment categories
were statistically
significantly above the
NRC norm

Highly engaged
workforce

Opportunities
• Challenge of

sustainability due to
positive results

• While no categories were
statistically significant
below the NRC norm, two
questions were: future of
the nuclear industry and
communication between
HQ and regions

" Division results varied
and will be addressed by
specific action plans
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Nuclear Regulatory Commission 2009 Safety Culture 8 Climate Survey TOWERS

NRO (440)

CATEGORY SCORES

Favorable Scores

Job Satifacton

Engagement

NRC Image

Clarity of Responibilities

NRC Mission & Strategic Plan

Supervisoni

Worbing Relatlonlhlips

Worbload and Support

Management Leadership

Communicaton

ContinuotulImprovement Commitment

Emnpowerment

Training and Development

Performance Management

Open, Collaborative Workdng Environment

QJality Focus

Organlzational Change

0 2 60 75 100
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NRO Focus Areas

* Quality Focus / Workload & Support /
Organizational Change

* Open & Collaborative Work Environment

* Training & Development / Performance
Management

* NRO Plans for the Future

* GG 1-10 Focus Group Feedback
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Quality/Workload/Organizational Change

* Prioritization of workload including
staffing/contracting plans

* Continual communication of context for metrics
(EPM, operating plan, performance plans) to
improve the staff's understanding of relevance
and benefits to them

* Develop checklist for Branch Chief rotations to
maintain stability in the leadership and direction
of the branch

" Continue to implement NRO Vision of Success

Interactive discussion where divisions propose aligned actions to target
categories
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OCWE Recommendations for NRO

* Reinforce expectations regarding NRO
Vision of Success

* Avoid pre-determined outcomes

* Required periodic training for management
and staff in NCP and DPO processes

* NRO differing views Champion

* Conduct team-building activities at various
levels

The first two recommendations are similar to recommendations for Quality Focus

*NRO can set a target for improved performance > where does NRO want to be?

,Reinforce expectations regarding Organizational Values and Principles of Good Regulation

-It is important for management to avoid becoming overly invested in a pre-determined outcome. As new
information comes to light over the course of a project, expected outcomes can change. One source of
such information is staff differing views.

*NRO should require all employees to be trained in the differing views processes
-Ensures consistent understanding of processes and expectations
-increase familiarity with tools should help reduce staff uncertainty
-Managers can review experience gained from implementation
-Training expectation reinforces management's support of the processes
*Training on processes affecting core mission should be at least on equal footing with other
training (i.e., Information Security)

-The team also proposes creation of an NRO point of contact for differing views issues
*Tanoible evidence of the office's commitment. Can be a collateral duty depending on level of
activity.
-Impartial 3rd party avoids placing management in position of having to take sides before a
decision is made, especially in cases where there is a dispute between staff and
management/supervision. This role is not provided by the agency's Differing Views Coordinator.
*Familiarity with processes to assist management and staff who have little or no experience with
differing views procedures
-Ensure accountability, ensure process is followed and all issues rigorously addressed
-Assist identification of improvement opportunities as experience is gained
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OCWE Recommendations:
Suggested Agency Action

" Finalize MD 10. 158, with enhancements
" Publicize final procedure
* Training for all employees via iLearn
- Participate in survey follow-up focus

groups that are being sponsored by OE.

While the MD provides a good initial starting point, there are improvements that can be easily
made that will substantially improve its effectiveness.

-Finalize MD 10. 158, including requirements for

-thorough and comprehensive response

-consultation with originator(s) to ensure accurate understanding of issues

-engineers aren't always the best communicators, so consultation is needed
ensure understanding

-Engagement with originator can help make them part of the solution, and
avoids isolation

'opportunity for rebuttal by originator helps ensure that the response doesn't miss an
important point

-originator participation in relevant discussions

-avoids isolation

'helps ensure views are appropriately represented and characterized

'Publicizing the final procedure should increase staff awareness, and reduce uncertainty

-Training should be mandatory for all employees

'Reinforces management expectations

'Training on processes affecting core mission should be at least on equal footing with
other training (i.e., Information Security)

8



Training/Performance Mgt

" Develop PM handbook to enhance
knowledge transfer and standardization
among branches

" Note IDP and training for upcoming year in
Performance Appraisal comment section

* Develop ITAAC implementation training
" Track percentage of cancelled courses
" Continue to implement NRO Vision of

Success

1) Look to NRR PM Handbook as a guide

2) Pilot RII supervisor and employee checklists at mid-year appraisal

3) Run Ilearn reports to determine frequency of cancelled courses by
division/branch, and drill in to understand why the cancellation is occurring

4) Review NRR's priority system for training funding?

5) Adequate time is allocated for training, appraisals, and performance
feedback.

9



NRO Plans for the Future

" Communicate to staff the complete
message on future workload and skill sets
needed

" Develop communication protocols
between RII and NRO

" Provide more transparency to the staff on
the budget process

" Continue developing NRO KM program

10



Agency Actions

November 23 EDO Update:
* OCWE & how this connects with the mission

" KM strategies

" Staying connected with remote offices
* Internal communication mechanisms

" Sharing expectations, feedback, decisions
* Balancing work quality & productivity

* Availability of training

* Concerns with 1 st line supervisory moves
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Next Steps

* Finalize NRO action plan and implement
division action plans

* Communicate @ NRO All-Hands Dec. 17
° Continue to implement NRO Vision of

Success and NRC mission and values
* Strive to sustain positive results
* Participate in OE-led focus groups and

hold NRO GG 1-10 focus group

12



LLWilliams, Joseph
|

From:
Sent:
To:
Subject:

Johnson, Debby
Monday, November 30, 2009 12:03 PM
Williams, Joseph
RE: NRO Results to Action Plan Program Mtg 12.1.09.ppt

Categories: Red Category

Joe,

Thanks. I'll keep the slides the way they are.

Debby

From: Williams, Joseph
Sent: Monday, November 30, 2009 10:32 AM
To: Johnson, Debby; Green, Jamie
Subject: RE: NRO Results to Action Plan Program Mtg 12.1.09.ppt

Debbie,

The slides are fine. I have some speaker notes that are slightly different from what is in the file you sent. I
can send those to you, if you want to incorporate them. Otherwise, I'll just use what I have during the
discussion tomorrow.

Joe

From: Johnson, Debby
Sent: Monday, November 30, 2009 10:15 AM
To: Williams, Joseph; Green, Jamie
Subject: NRO Results to Action Plan Program Mtg 12.1.09.ppt

Joe/Jamie,

Would you like to make any changes to the attached slides prior to tomorrow's meeting? I'll make copies of
the NRO Vision of Success, the EDO Update, and the Supervisor/Employee checklists that RII developed.

Thanks,

Debby
415-1415
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Williams, Josep .h

From: Johnson, Debby
Sent: Tuesday, December 01, 2009 8:54 AM
To: Williams, Joseph; Green, Jamie
Subject: RE: NRO Results to Action Plan Program slides

Categories: Red Category

Joe,

I'm not sure on the specifics of JIT training either, but at least it's a step in the right direction. We should
move forward with our recommendation for training for all employees.

Thanks,

Debby

From: Williams, Joseph
Sent: Tuesday, December 01, 2009 8:28 AM
To: Johnson, Debby; Green, Jamie
Subject: RE: NRO Results to Action Plan Program slides

Debby,

The slides look OK to me.

The feedback from the All-Supervisors meeting is helpful. I'm encouraged by the supervisory training you
describe, but it isn't clear to me what "just in time" training means in this case. Also, per our previous
discussions and the presentation at the retreat, training should be provided for all employees.

Joe

From: Johnson, Debby
Sent: Tuesday, December 01, 2009 8:01 AM
To: Williams, Joseph; Green, Jamie
Subject: NRO Results to Action Plan Program slides

Joe/Jamie,

I've tweaked the slides to add some of the agency-level information. Mike Johnson mentioned at
yesterday's All-Supervisors meeting that the agency would be developing OCWE training for the current
LPP class, and that it would be holding "just in time" OCWE training for first line supervisors. He
mentioned that OCWE was chosen instead of Safety Conscious Work Environment because it resonated
with both technical and support offices. If you have any suggestions for edits, please let me know by
11:30.

Thanks,

Debby

415-1415
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t;cWilliams, Joseph
I

From:
Sent:
To:
Subject:

Green, Jamie
Tuesday, December 01, 2009 10:27 AM
Johnson, Debby; Williams, Joseph
RE: NRO Results to Action Plan Program slides

Categories: Red Category

Debby:

On slide #10, maybe we should clarify the recommendation about "provide transparency to staff regarding
the budget process." In my mind this is really related to the recommendation of prioritizing workload.
Otherwise the statement is not really an actionable one, i.e., how will the office provide transparency?

I think we should add "prioritization of workload" to the transparency statement and perhaps add how this
will be achieve d (senior mgmt. agreement on the priorities at the ONSET of the budget process and
communication to all staff through NRO website or some other means)?

From: Johnson, Debby
Sent: Tuesday, December 01, 2009 8:01 AM
To: Williams, Joseph; Green, Jamie
Subject: NRO Results to Action Plan Program slides

Joe/Jamie,

I've tweaked the slides to add some of the agency-level information. Mike Johnson mentioned at
yesterday's All-Supervisors meeting that the agency would be developing OCWE training for the current
LPP class, and that it would be holding "just in time" OCWE training for first line supervisors. He
mentioned that OCWE was chosen instead of Safety Conscious Work Environment because it resonated
with both technical and support offices. If you have any suggestions for edits, please let me know by
11:30.

Thanks,

Debby
415-1415

/
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K! ýWilliams, Joseph MI I

From:
Sent:
To:
Subject:
Attachments:

Categories:

Williams, Donna
Tuesday, December 01, 2009 3:57 PM
Johnson, Debby; Williams, Joseph; Green, Jamie
November 2009 retreat actions
november 2009 retreat actions.doc

Red Category

Attached are the actions from the Nov. 5-6 management retreat.
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f14L2Williams, Joseph
I

From:
Sent:
To:
Cc:
Subject:
Attachments:

Categories:

Green, Jamie
Thursday, December 03, 2009 10:31 AM
Johnson, Debby
Williams, Joseph
november 2009 retreat actions.doc
november 2009 retreat actions.doc

Red Category

Debby:

I've highlighted in green the retreat actions that I think best align with the proposed recommendations for
addressing quality/workload/organizational change. Perhaps I was overly zealous, but I feel all of the
highlighted actions need to convey the same message in regards to prioritization of workload (implying
budgetary implications). Two of these actions, specifically #Vs 13 and 14, 1 think are directly related to
continual communication of context of plans.

During the program meeting this week someone mentioned the recommendation of developing a checklist
for BC rotations was also a take away from the retreat. I could not find a specific action on the list provided
by Donna that addressed this. I do remember it being briefly commented on during our presentation at the
retreat- but I don't recall any action being developed from the comment made (I believe the same comment
Frank A-Z made at the program meeting this week).

There were several other comments made at the program meeting this week that I'm not sure I will have
the capability to handle in light of my impending transition to FSME this Monday. They are:

1) Harmonize with SES action plans (I don't have a copy of these or I would attempt this before my
departure).

2) Better definition of what the checklist for BC's will include and data to support the # of rotations or which
branches primarily impacted (perhaps to be a focus group topic). Maybe DNRL could take this for further
action since this came from their action plan?
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November 5-6. 2009 NRO Manaaement Retreat Takeawav Actions

Objective: Senior management recognized that EPM is not being used to plan all the
work that must be done by NRO. Action is to develop all the work needs for all 3
sub-programs; to develop schedule and resource estimates for completing that work;
and to incorporate those activities into EPM to capture resources needs for current
and future budget years. Also: Re-evaluate the 6 hour-2 hour split assumed in EPM
to take into account actual experience and infrastructure activities by the Divisions.

Milestones: tbd

2. Reinforce phase discipline strategy (DNRL)

Objective: Clarify the application of the phase discipline process and assure
consistency across the organization about application of the strategy. Some
organizations may have converted the resolution of technical issues to open items
without meeting the minimum standards presented in the initial phase discipline
strategy. The result could be an elongated Phase 4 including the need for additional
requests for information and subsequent schedule delays.

Resolution: A memorandum to the Division Directors from Director, DNRL to provide
the initial phase discipline strategy and further explain implementation and test
criteria for converting technical issues to Open Items.

Milestones: Memorandum provided by December 18, 2009.

3. Communicate the Turkey Point contracting decision to the staff, define
success criteria and evaluate lessons learned (DNRL)

Resolution: Present to all staff at an All Hands meeting
Milestones: Meeting held December 17, 2009

4. Initiate design center owner group communications and develop rules of
engagement (i.e. post-PPM telecoms) (DNRL)

Objective: Branch chiefs would like to be more involved in followup discussions with
design center participants following PPM discussions of risks and issues. A greater
management or organization presence would provide a greater emphasis on bringing
issues to closure promptly. Objective is to conduct post-PPM interactions in a
consistent manner across all design-centers.

Resolution: tbd
Timeline: tbd



5. Holding periodic Project Performance Meetings on CIP and ARP (DNRL)

Objective: To introduce the other 2 sub-programs into the project management
oversight activities. The retreat discussion was centered on the need to monitor the
progress of these sub-program activities and their schedules by senior management.

Resolution: Revised PPM schedule that includes all 3 sub-programs is under
development. A revised schedule is to be issued by the end of November, 2009.
First briefing of CIP and ARP sub-programs planned for February 2010.

Timeline: COMPLETE - new PPM schedule issued November 12, 2009, to include
ARP and CIP.

Objective: Competition for resources with the Licensing sub-program will grow as
the CIP and ARP sub-programs grow. NRO will need a process or criteria to
establish relative priorities for work among the sub-programs. Objective is to
develop the process or criteria consistent with the organizational goals of supporting
plant operation in the 2016-2017 time frame. This activity may lead to a better
definition of the activities under some of the current goal statements.

Resolution: This activity must await the development of the work needs discussed in
Retreat Item 1 before any prioritization process can begin. Milestones for this activity
will be developed once milestones for resolution of retreat item DNRL-1 are set.

Timeline: tbd

7. Develop ITAAC implementation training for technical staff (DCIP)

Resolution:
Timeline:

8. Develop additional communications protocols between RII and NRO to
enhance staff-level interaction and coordination

Resolution:

Timeline:

9. Finalize actions to address OIG safety culture survey findings (DCIP)

Resolution: Review actions during an NRO Program meeting
Timeline: Discussed at a program meeting on December 1, 2009

10. Develop Construction Oversight Program Plan that communicates to the
technical divisions what they will need to do to support construction oversight
(DCIP)

Resolution:



Timeline:

11. Elevate the visibility of the Potential Impediments list (DSER)

Timeline: discussed by Mike Johnson at the 11/20/09 All Supervisor meeting

12. Capture programmatic risks into the Risk Management Program (DSER)

Resolution:
Timeline;

Resolution: presented to the branch chiefs at an All Supervisor meeting on 11/30/09.

Timeline: COMPLETE. Presentation at 11/30/09 All Supervisor meeting

(U-)

Resolution: Develop an approach and issuance a guidance document for Process
Improvement Management
Milestones:

Strawman of proposed approach
Program meeting discussion
Draft guidance document
Comments due on draft document
Issue final/begin implementation

1/14/2010
1/26/2010
2/26/2010

3/26/2010
4/16/2010

15. Issue guidance on meetings (DE).

Resolution: Publish a pamphlet with high level guidance. Post the details that were
included in the draft 01 on the NRO website as resources that can be used. Hang
posters, at least until we make the guidance a routine practice.

Timeline:
- Issue as draft pamphlet for comment 11/20/2009
- Issue posters/pocket cards for comment 11/27/2009
- Comments due on pamphlet/posters/pocket cards 12/4/2009
- Finalize pamphlet/posters/pocket cards 12/18/2009
- Distribute materials/begin implementation 1/4/2010

Resolution:
Timeline:



17. Prepare a policy paper to propose a change in the Commission's policy of the
need for a domestic customer to begin DC review. (ARP)

Resolution: Draft a policy paper on budgeting strategy
Timeline:
- message drafted that will be communicated to the DEDOs., EDO, Chairman

and Commission during routine meetings and periodics - 11/25/09
- Issue policy paper by 12/31/09

Resolution: discuss with staff at All Supervisor and All Hands meetings.
Timeline:
- present to branch chiefs at All Supervisor meeting 11/30/09
- present to all staff at All Hands Meeting 12/17/09

Resolution:
Timeline;

Resolution: Develop a list of goals to be accomplished in the international area
during 2010.
Timeline:
- subprogram leads to provide input to P. Koltay 12/31/09
- develop program-wide set of goals 1/30/10

21. Share the retreat minutes and takeaway actions with staff on the NRO internal
web page. (OD)

Timeline: COMPLETE - Minutes posted on internal website November 23, and
discussed with branch chiefs at an all supervisor meeting November 30.

22. Initiate quarterly meetings between Mike /Gary and the branch chiefs at
division management meetings. (OD)

Resolution; schedule one meeting/quarter
Timeline:

Resolution: include as part of routine meetings and periodics
Timeline:



Williams, Joseph

From: Johnson, Debby
Sent: Friday, December 04, 2009 11:14 AM
To: Williams, Donna
Cc: Tracy, Glenn; Green, Jamie; Williams, Joseph
Subject: RE: dry run for all hands presentation

Categories: Red Category

Thanks, Donna.

From: Williams, Donna
Sent: Friday, December 04, 2009 11:14 AM
To: Johnson, Debby
Subject: dry run for all hands presentation

Debby
I just spoke with Mike and he said that he doesn't need a dry run. As long as Glenn is happy with the
presentation, he's ok.

Donna
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Williams, Joseph

From: Green, Jamie
Sent: Tuesday, December 08, 2009 2:10 PM
To: Johnson, Debby
Cc: Williams, Joseph
Subject: RE: NRO safety culture action items

Categories: Red Category

Ok sounds good, I'm available anytime on Monday.

Do you think Barbara Whitaker should revised the "for consideration" section of the PMDA Action Plan to
include what was discussed this morning regarding the 2 forms for the anonymous employee suggestion
box?

From: Johnson, Debby
Sent: Tuesday, December 08, 2009 2:06 PM
To: Green, Jamie
Cc: Williams, Joseph
Subject: RE: NRO safety culture action items

Jamie,

I don't think that the divisions will be presenting their plans. I want to make sure that the team knows that
safety culture is on the agenda, however, and encourage their attendance. Mike Johnson didn't feel the
need for a dry run, but I think we're going to have to create a new presentation that incorporates the initial
results data along with the final action plan recommendations. I'd really like to have a quick meeting with
you and Joe (maybe early next week?), and I can show the slides to Glenn to see if he has any final
thoughts. How do your schedules look for Monday, December 14?

Thanks,

Debby

From: Green, Jamie
Sent: Tuesday, December 08, 2009 2:02 PM
To: Johnson, Debby
Cc: Williams, Joseph
Subject: RE: NRO safety culture action items

Debby:

Are we going to meet prior to the 12/17 All-Hands to discuss how/what will be presented? Will all the
Division reps be presenting their Division action plans?

From: Johnson, Debby
Sent: Tuesday, December 08, 2009 7:42 AM
To: Williams, Donna; Williams, Joseph; Green, Jamie
Subject: NRO safety culture action items

Donna/Joe/Jamie,

31



I followed Donna's format for the NRO SES retreat action items, and have noted how the Results to Action
items are integrated with the SES actions and the EDO safety culture items. Please review and forward
suggestions for improvement.

Thanks,

Debby
415-1415
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Vffilliams, Joseph

From: Williams, Donna
Sent: Tuesday, December 08, 2009 3:49 PM
To: Johnson, Debby
Cc: Williams, Joseph; Green, Jamie
Subject: RE: NRO safety culture action items

Categories: Red Category

Debby

Great job aligning the NRO actions, EDO actions, and retreat actions. I have some thoughts below:

1. Prioritization of workload including staffing/contracting plans. - As long as the NRO action includes
as part of this prioritization all work (including construction inspection, advanced reactor work,
infrastructure activities) then I propose that this action be tracked in the NRO Results to Action Plan
, and I would just include a reference in the retreat action list to note that this is being tracked
elsewhere.

2. No comment
3. Develop a management tool for Branch Chief rotations to maintain stability in the leadership and

direction of the branch. Recommendation to analyze data regarding NRO BC moves, and hold
focus group to ensure that proposed management tool addresses staff concerns. - Retreat action
13 doesn't really address the issue of BC stability, so I recommend that we delete the reference.

4. Require periodic training for management and staff in NCP and DPO processes. - My recollection
from the Program Meeting discussion is that management wanted to expand beyond NCP and DPO

to a more generic safety conscious work environment training..

5. Name an NRO differing views Champion and determine their role. No comment

6. Conduct team-building activities at various levels. This is partially addressed by retreat action no.
22 (initiate quarterly meetings between Mike/Gary and the branch chiefs). That action was
completed when the first meetings were scheduled. I also note that team building activities was a
recommendation from several retreat participants when Mike asked for ideas to improve the office
environment.

7. Forward suggested agency-wide OCWE recommendations to OE.no comment

8. Develop Project Manager handbook to enhance knowledge transfer and standardization among
branches no comment

9. Hold meaningful discussions regarding training and personal development. Recommendation to
note that IDP and suggested training for upcoming year was discussed in Performance Appraisal
comment section of elements & standards - Retreat action item 7 is very specific training on the
ITAAC process and isn't really addressed by this action.

10. Develop NRO's annual training plan in November to incorporate recommended training for
employee development that is discussed during performance appraisals - no comment

11. Track percentage of cancelled courses by division along with the reasons for cancelling. No
comment

12. Enhance communication with NRO staff. -several retreat action items are related to
communication. Since the retreat actions are very specific, I propose that we continue to track
them as separate issues.

13. Enhance communication between NRO and RII (and other remotely located offices).
Recommendation to join "staying connected" agency working group. - I agree that this is similar to
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retreat action 8. Since the Safety Culture action item seems to go beyond just RII, and the retreat
action is more specific, I'll continUe to track the retreat action.

14. Participate in OE-led focus groups and hold NRO GG-1/12 focus group(s) to determine why positive
responses were lower within these grade levels. - no comment.

From: Johnson, Debby
Sent: Tuesday, December 08, 2009 7:42 AM
To: Williams, Donna; Williams, Joseph; Green, Jamie
Subject: NRO safety culture action items

Donna/Joe/Jamie,

I followed Donna's format for the NRO SES retreat action items, and have noted how the Results to Action
items are integrated with the SES actions and the EDO safety culture items. Please review and forward
suggestions for improvement.

Thanks,

Debby
415-1415
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NA~~Williams, Joseph

From:
Sent:
To:
Subject:

Williams, Donna
Thursday, December 31, 2009 9:55 AM
Williams, Joseph
RE: Differing Views Champion

Categories: Red Category

I am not aware that one has been chosen, I will pass on your interest to the appropriate person.

From: Williams, Joseph
Sent: Wednesday, December 30, 2009 10:37 AM
To: Williams, Donna
Subject: Differing Views Champion

Donna,

Has the office already selected someone to serve as Differing Views Champion? If not, I would like to be
considered for that assignment. I planned to speak up sooner, but it kept getting pushed down my list.

Thanks.

Joe
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Williams, Joseph

From:
Sent:
To:
Subject:

Williams, Joseph
Tuesday, January 05, 2010 1:46 PM
Johnson, Debby
RE: Differing Views Champion Bullets

Fine with me. If I have any other tweaks, I'll send them to you.

From: Johnson, Debby
Sent: Tuesday, January 05, 2010 1:42 PM
To: Williams, Joseph
Subject: RE: Differing Views Champion Bullets

Thanks, Joe. I'm not going to have the rest of the action items ready by 2:00, so I'm going to commit to
having them to the group by next Tuesday's program meeting. That way Glenn can review them on
Monday. Sound okay to you?

From: Williams, Joseph
Sent: Tuesday, January 05, 2010 11:16 AM
To: Johnson, Debby
Subject: Differing Views Champion Bullets

Debby,

The attached file is what I came up with for the Differing Views Champion. One thing that I didn't include is
that this should be a collateral duty.

Let me know if you have any questions.

Joe

1



Differing Views Champion

Tasks

0

0

0

0

Benefit

Promote conformance with NRC and NRO values

Ensure clear and comprehensive communication of issues, e.g.,

" Meeting facilitation

" Engagement with staff to make them part of solution, avoiding isolation

Maintain records

Represent NRO in agency discussions of differing views processes

s

o Tangible evidence of office commitment

0 Impartial third party can avoid placing management in position of taking sides
before a decision is made, especially in cases where there is a dispute between
staff and management/supervision

o Familiarity with processes to assist management and staff

o Ensure accountability

" Ensure processes are followed

" All issues rigorously addressed

o Identify improvement opportunities as experience is gained

Attributes

o Impartiality

" champion for process, not a point of view

" necessary for credibility with management and staff

o Process knowledge

" Procedures

" Non-concurrence

" Differing Professional Opinion

" Personnel

* Management and staff responsible for issue resolution

* Staff responsible for agency processes

o Communications skills



Williams, Joseph

From:
Sent:
To:
Subject:

Johnson, Debby
Tuesday, January 19, 2010 8:49 AM
Williams, Joseph
RE: Draft NRO Results to Action Plan

Categories: Red Category

Joe,

I also thought we'd ask the division representatives to put their action plans into the same format so that
we'll be aligned. We can forward the office action plan to them as a go-by. Additionally, remind me to
discuss recognition options with you...

Thanks,

Debby
415-1415

From: Johnson, Debby
Sent: Tuesday, January 19, 2010 8:46 AM
To: Williams, Joseph
Subject: Draft NRO Results to Action Plan

Joe,

Here's the NRO action plan that I drafted using the template provided by the EDO. We'll need to add the
"summary of survey results" section for each category, but I was hoping that you'd take a look first.
Everything's in draft, so feel free to edit the items and/or the dates and let me know when you have a
moment to discuss. I'd like to move it to management for review by the end of the week.

Thanks,

Debby
415-1415
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Williams, Joseph

From:
Sent:
To:
Subject:
Attachments:

Follow Up Flag:
Flag Status:

Categories:

Johnson, Debby
Tuesday, January 26, 2010 11:05 AM
Williams, Joseph
Safety Culture Action Plan
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 1 26 2010.doc

Follow up

Completed

Red Category

'7
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS:

&

OBJECTIVES:
, Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
, Address the balance of work quality and work productivity (timeliness).
, Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources Needed

Date Date Date Assigned To
1) Communicate context for metrics to improve the staffs
understanding of the relevance and benefits to them: "How do
metrics help me do my job."

1/4/2010 6/30/2010 Division Directors
" Review NRO Operating Plan at division All-Hands

meetings and link to NRC mission & NRO Vision of
Success

" Review Corporate Measures at NRO All-Supervisors 1/4/2010 6/30/2010 PMDA
meeting and link to NRC mission & NRO Vision of
Success

2) Prioritization of workload, including plans for staffing and
contracting. *Aligned with action item from NRO SES retreat.

" Communicate Turkey Point contracting plan w/ staff 12/1/2009 12/17/2009 12/17/2009 DNRL
at December 17, 2009 NRO All-Hands Meeting

" Add Oversight and Advanced Reactor workload to EPM 12/1/2009 7/30/2010 DNRL w/ input
from DCIP/ARP

" Identify critical skills needed for projected workload 1/5/2010 6/30/2010 PMDA w/ input
from divisions

Page 1



3) Develop a management tool for Branch Chief rotations to 2/1/2010 4/30/2010 PMDAOPHCT
maintain stability in the leadership and direction of the branch.

2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS:

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual

START END Completion Responsibility Resources Needed
Date Date Date Assigned To

1) Define role of NRO Differing Views Champion and name 1/15/2010 2/15/2010 DCIP w/ input
first Champion. from NRO SES

2) Require periodic training for management and staff on NCP NRO Differing HR support for development
and DPO processes. Views Champion of NRO training course

* Attend NRO Division All-Hands meetings to raise 2/1/2010 6/30/2010 Finalization of MD 10.158 to
awareness of Differing Views Champion ensure that training is

accurate
* Develop training for NRO staff 2/1/2010 9/30/2010

3) Conduct team building activities at various levels. NRO Managers

* NRO front office quarterly brown bag lunches with new 1/4/2010 12/30/2010
employees and their supervisors

* Periodically invite senior management to 1/4/2010 12/30/2010
branch/division meetings increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 12/30/2010

4) Participate in survey follow-up focus groups that will be 12/17/2009 TBD OE
developed and sponsored by OE. "My supervisor adequately
explains the resolution of differing views that were raised."
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3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS:

OBJECTIVES:

" Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources Needed

Date Date Date Assigned To

1) Develop PM handbook to enhance knowledge transfer and 2/1/2010 9/30/2010 DNRL
standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 12/30/2010 PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) from Divisions

3) Increase integration of performance reviews with
identification of training needs **Operating Plan metric

* Develop performance appraisal checklists for use by 2/1/2010 4/1/2010 PMDA
supervisor and employee during performance review.
Pilot during mid-year discussions.

4) Increase integration of performance reviews with individual
development plans **Operating Plan metric

* Develop performance appraisal checklists for use by 2/1/2010 4/1/2010 PMDA
supervisor and employee during performance review.
Pilot during mid-year discussions.

5) Develop NRO's annual training plan in November to 9/1/2010 11/30/2010 PMDA w/ input
incorporate recommended training for employee development from Divisions
that is discussed during performance appraisals.

POSSIBLE AGENCY-WIDE ACTIONS:
* Finalize MD 10.158, with enhancements and publicize final procedure.
* Place mandatory periodic training on NCP and DPO processes in ILearn and ensure that office training is aligned with agency training.

* Participate in OE-led focus groups to determine why positive responses were lower with GG-1/12 staff.
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Williams, Joseph L C

From: Johnson, Debby
Sent: Thursday, January 28, 2010 1:25 PM
To: Williams, Joseph
Subject: RE: Safety Culture Action Plan

Categories: Red Category

Thanks, Joe. I'll craft the other two summary statements to be consistent with your approach and will send
the action plan out to the divisions for comment.

From: Williams, Joseph
Sent: Thursday, January 28, 2010 1:18 PM
To: Johnson, Debby
Subject: RE: Safety Culture Action Plan

Debby,

I suggest the following for the Open and Collaborative Work Environment section:

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the
office can improve confidence in the effectiveness of those tools and the staff's comfort in expressing differing views
with management.

Is there anything else you need from me?

Joe

From: Johnson, Debby
Sent: Tuesday, January 26, 2010 11:05 AM
To: Williams, Joseph
Subject: Safety Culture Action Plan
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Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Importance:

Follow Up Flag:
Flag Status:

Categories:

Johnson, Debby
Monday, February 01, 2010 8:56 AM
Tracy, Glenn; Williams, Joseph
Bouling, Ramona
NRO Results to Action Plan- final review before sending to Divisions for comment
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.1.2010.doc

High

Follow up
Completed

Red Category

Glenn/Joe,

The latest draft NRO Results to Action plan is attached for your review. Please let me know if you'd like to
make any changes before I send it to the divisions. I thought I'd ask the mail room to ticket it, along with
sending it to the Division Team Members and TAs. I also would like to forward a blank template to the
Division Team Members and ask them to translate their division plan onto the template so that our process
is aligned. Our plan is due to the EDO by March 1, so I thought I'd request comments by February 16.
That way we'll have a little time in case we need to discuss at a program meeting.

Thanks,

Debby
415-1415
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflicting prioritization of work, supervisory changes) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
" Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
* Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources Needed

Date Date Date Assigned To
1) Communicate context for metrics to improve the staffs
understanding of the relevance and benefits to them: "How do
metrics help me do my job."

* Review NRO Operating Plan at division All-Hands 1/4/2010 6/30/2010 Division Directors
meetings and link to NRC mission & NRO Vision of
Success

* Review Corporate Measures at NRO All-Supervisors
meeting and link to NRC mission & NRO Vision of 1/4/2010 6/30/2010 PMDA
Success

2) Prioritization of workload, including plans for staffing and
contracting.

* Communicate Turkey Point contracting plan w/ staff 12/1/2009 12/17/2009 12/17/2009 DNRL
at December 17, 2009 NRO All-Hands Meeting

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input
from DCIP/ARP

" Identify critical skills needed for projected workload for 1/5/2010 6/30/2010 PMDA w/ input
FY 2012 from divisions

3) Develop a management tool for Branch Chief rotations to 2/1/2010 4/30/2010 PMDA/PHCT
maintain stability in the leadership and direction of the branch.

April 9, 2013 Office Action Plan for NRO Page 1
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual

START END Completion Responsibility Resources Needed
Date Date Date Assigned To

1) Define role of NRO Differing Views Champion and name 1/15/2010 2/15/2010 DCIP wI input
first Champion. from NRO SES

2) Require periodic training for management and staff on NCP NRO Differing HR support for development
and DPO processes. Views Champion of NRO training course

" Attend NRO Division All-Hands meetings to raise 2/15/2010 6/30/2010 Finalization of MD 10.158 to
awareness of Differing Views Champion ensure that training is

accurate
" Develop training for NRO staff 2/15/2010 9/30/2010

3) Conduct team building activities at various levels. NRO Managers

" NRO front office quarterly brown bag lunches with new 1/4/2010 12/30/2010
employees and their supervisors

" Periodically invite senior management to 1/4/2010 12/30/2010
branch/division meetings increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 12/30/2010

4) Participate in survey follow-up focus groups that will be 12/17/2009 6/30/2010 OE
developed and sponsored by OE.

SBCR- Operating Plan metric: "My supervisor adequately
explains the resolution of differing views that were raised."

April 9, 2013 Office Action Plan for NRO Page 2
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3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

* Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual

START END Completion Responsibility Resources Needed
Date Date Date Assigned To

1) Develop PM handbook to enhance knowledge transfer and 2/1/2010 9/30/2010 DNRL
standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 12/30/2010 PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) from Divisions

3) Align performance reviews with identification of training
needs **SBCR- Operating Plan metric

* Develop performance appraisal checklists for use by 2/1/2010 4/1/2010 PMDA
supervisor and employee during performance review.
Pilot during mid-year discussions.

4) Align performance reviews with individual development
plans **SBCR- Operating Plan metric

Develop performance appraisal checklists for use by 2/1/2010 4/11/2010 PMDA
supervisor and employee during performance review.
Pilot during mid-year discussions.

5) Develop NRO's annual training plan in November to 9/1/2010 11/30/2010 PMDA w/ input
incorporate recommended training for employee development from Divisions
that is discussed during performance appraisals.

POSSIBLE AGENCY-WIDE ACTIONS:
* Finalize MD 10.158, with enhancements and publicize final procedure.
* Place mandatory periodic training on NCP and DPO processes in ILearn and ensure that office training is aligned with agency training.
* Request that OE arrange for a facilitator-led NRO focus group to determine why positive responses were lower with GG-1/12 staff.
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Williams, Joseph

From: Johnson, Debby
Sent: Tuesday, February 16, 2010 2:00 PM
To: Shams, Mohamed
Cc: Mott, Kenneth; Tracy, Glenn; Williams, Joseph
Subject: RE: ACTION: NRO Results to Action Plan

Categories: Red Category

Thanks, Mohamed!

From: Shams, Mohamed
Sent: Tuesday, February 16, 2010 1:28 PM
To: Johnson, Debby
Cc: Mott, Kenneth
Subject: RE: ACTION: NRO Results to Action Plan

Debby - DE reviewed the NRO plan and we have no comments. Ken is working on the DE action plan and
will send it to you as soon as it is finalized.

Thanks for all your efforts in this area,
Mohamed

From: Johnson, Debby
Sent: Monday, February 01, 2010 2:53 PM
To: Ader, Charles; Akstulewicz, Frank; Bergman, Thomas; Chokshi, Nilesh; Dudes, Laura; Flanders, Scott; Gusack,
Barbara; Holahan, Gary; Johnson, Michael; Lombard, Mark; Madden, Patrick; Matthews, David; Mayfield, Michael;
Nicholopoulos, Joy; Schum, Constance; Tappert, John; Tracy, Glenn; Shuaibi, Mohammed
Cc: Araguas, Christian; Clark, Theresa; Erwin, Kenneth; Holmes, Beverly; Lauron, Carolyn; Rivera-Varona, Aida;
Shams, Mohamed; Snyder, Amy; Williams, Donna; Williams, Joseph; Holahan, Gary; Johnson, Michael; Bouling,
Ramona
Subject: ACTION: NRO Results to Action Plan
Importance: High

All,

NRO's Results to Action plan is attached for your review. While a single plan will be submitted for the
office, we would like to request that the divisions use the same format for their action plans. I'll be
forwarding the template to the Results to Action team members this afternoon for their use. Additionally,
the description of the role of the NRO Differing Views Champion is also attached. Glenn would like to
propose that Joe Williams serve as the office's first Differing Views Champion. Joe's knowledge of the
agency's differing views programs is unparalleled, and we are confident that he will do an outstanding job
establishing this new resource for employees within the office.

Also, we have learned that OE will be conducting 12 focus groups at NRC HQ in March/April to fully
understand the trends and issues identified by survey data. They anticipate providing results to the offices
in June. In addition to supporting the agency focus groups and tapping insights gained them to inform
office next steps, NRO requested that OE arrange for a facilitator-led NRO focus group to determine why
positive responses were lower with GG-1/12 staff.

Please respond with comments by Tuesday, February 16, 2010. In the meantime, feel free to contact me
with any questions.

Thanks, V q

x5



Debby Johnson
415-1415
T6-J 11
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Williams, Joseph NP-5
From:
Sent:
To:

Cc:

Subject:

Attachments:

Importance:

Categories:

Johnson, Debby
Wednesday, February 17, 2010 8:30 AM
Ader, Charles; Akstulewicz, Frank; Bergman, Thomas; Chokshi, Nilesh; Dudes, Laura;
Flanders, Scott; Gusack, Barbara; Lombard, Mark; Madden, Patrick; Matthews, David;
Mayfield, Michael; Nicholopoulos, Joy; Schum, Constance; Tappert, John; Tracy, Glenn;
Shuaibi, Mohammed
Araguas, Christian; Clark, Theresa; Erwin, Kenneth; Holmes, Beverly; Lauron, Carolyn;
Rivera-Varona, Aida; Shams, Mohamed; Snyder, Amy; Williams, Donna; Williams,
Joseph; Holahan, Gary; Johnson, Michael; Bouling, Ramona; Cruz, Zahira; Bloom,
Steven; Moser, Michelle; Braden, Michael; Donoghue, Joseph; Tetter, Keith; Mott,
Kenneth; Jenkins, Ronaldo; Bernal, Sara; Burroughs, Eleasah; Whitaker, Barbara
RE: ACTION: NRO Results to Action Plan
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.1.2010.doc

High

Red Category

All,

Due to our being out of the office last week, we would like to extend the comment period for the NRO
Results to Action Plan. Please e-mail your comments to me by Friday, February 19. Additionally, please
forward your reformatted division plans to me by Friday, February 26.

Thanks,

Debby
415-1415

From: Johnson, Debby
Sent: Monday, February 01, 2010 2:53 PM
To: Ader, Charles; Akstulewicz, Frank; Bergman, Thomas; Chokshi, Nilesh; Dudes, Laura; Flanders, Scott; Gusack,
Barbara; Holahan, Gary; Johnson, Michael; Lombard, Mark; Madden, Patrick; Matthews, David; Mayfield, Michael;
Nicholopoulos, Joy; Schum, Constance; Tappert, John; Tracy, Glenn; Shuaibi, Mohammed
Cc: Araguas, Christian; Clark, Theresa; Erwin, Kenneth; Holmes, Beverly; Lauron, Carolyn; Rivera-Varona, Aida;
Shams, Mohamed; Snyder, Amy; Williams, Donna; Williams, Joseph; Holahan, Gary; Johnson, Michael; Bouling,
Ramona
Subject: ACTION: NRO Results to Action Plan
Importance: High

All,

NRO's Results to Action plan is attached for your review. While a single plan will be submitted for the
office, we would like to request that the divisions use the same format for their action plans. I'll be
forwarding the template to the Results to Action team members this afternoon for their use. Additionally,
the description of the role of the NRO Differing Views Champion is also attached. Glenn would like to
propose that Joe Williams serve as the office's first Differing Views Champion. Joe's knowledge of the
agency's differing views programs is unparalleled, and we are confident that he will do an outstanding job
establishing this new resource for employees within the office.

Also, we have learned that OE will be conducting 12 focus groups at NRC HQ in March/April to fully
understand the trends and issues identified by survey data. They anticipate providing results to the offices
in June. In addition to supporting the agency focus groups and tapping insights gained them to inform



office next steps, NRO requested that OE arrange for a facilitator-led NRO focus group to determine why
positive responses were lower with GG-1/12 staff.

Please respond with comments by Tuesday, February 16, 2010. In the meantime, feel free to contact me
with any questions.

Thanks,

Debby Johnson
415-1415
T6-J 11
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NRO Differing Views Champion

* Tasks

o Promote conformance with NRC and NRO values

o Ensure clear and comprehensive communication of issues, e.g.,

" Meeting facilitation

" Engagement with staff to make them part of solution, avoiding isolation

o Maintain records

o Represent NRO in agency discussions of differing views processes

• Benefits

o Tangible evidence of office commitment

o Impartial third party can avoid placing management in position of taking sides
before a decision is made, especially in cases where there is a dispute between
staff and management/supervision

o Familiarity with processes to assist management and staff

o Ensure accountability

" Ensure processes are followed

" All issues rigorously addressed

o Identify improvement opportunities as experience is gained

" Attributes

o Impartiality

" champion for process, not a point of view

" necessary for credibility with management and staff

o Process knowledge

" Procedures

" Non-concurrence

* Differing Professional Opinion

" Personnel

• Management and staff responsible for issue resolution

* Staff responsible for agency processes

o Communications skills

• Collateral Duty

• Initial assignment for 1-2 years, and solicited afterward as necessary

* Liaison with Office of Enforcement staff

* Provides status of initiative periodically to NRO Office Director/Deputy

February 1, 2010 Page 1



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflicting prioritization of work, supervisory changes) increased their stress level and lessened their confidence in the final product.
OBJECTIVES:

* Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for
agency-wide decisions.

* Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources Needed

Date Date Date Assigned To
1) Communicate context for metrics to improve the staffs
understanding of the relevance and benefits to them: "How do
metrics help me do my job."

* Review NRO Operating Plan at division All-Hands 1/4/2010 6/30/2010 Division Directors
meetings and link to NRC mission & NRO Vision of
Success

* Review Corporate Measures at NRO All-Supervisors
meeting and link to NRC mission & NRO Vision of 1/4/2010 6/30/2010 PMDA
Success

2) Prioritization of workload, including plans for staffing and
contracting.

* Communicate Turkey Point contracting plan w/ staff 12/1/2009 12/17/2009 12/17/2009 DNRL
at December 17, 2009 NRO All-Hands Meeting

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input
from DCIP/ARP

* Identify critical skills needed for projected workload for 1/5/2010 6/30/2010 PMDA w/ input
FY 2012 from divisions

3) Develop a management tool for Branch Chief rotations to 2/1/2010 4/30/2010 PMDA/PHCT
maintain stability in the leadership and direction of the branch.

April 9, 2013 Office Action Plan for NRO Page 1
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual

START END Completion Responsibility Resources Needed
Date Date Date Assigned To

1) Define role of NRO Differing Views Champion and name 1/15/2010 2/25/2010 DCIP w/ input
first Champion. from NRO SES

2) Require periodic training for management and staff on NCP NRO Differing HR support for development
and DPO processes. Views Champion of NRO training course

* Attend NRO Division All-Hands meetings to raise 2/15/2010 6/30/2010 Finalization of MD 10.158 to
awareness of Differing Views Champion ensure that training is

accurate
* Develop training for NRO staff 2/15/2010 9/30/2010

3) Conduct team building activities at various levels. NRO Managers

* NRO front office quarterly brown bag lunches with new 1/4/2010 12/30/2010
employees and their supervisors

" Periodically invite senior management to 1/4/2010 12/30/2010
branch/division meetings increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 12/30/2010

4) Participate in survey follow-up focus groups that will be 12/17/2009 6/30/2010 OE
developed and sponsored by OE.

SBCR- Operating Plan metric: "My supervisor adequately
explains the resolution of differing views that were raised."

April 9, 2013 Office Action Plan for NRO Page 2
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3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

" Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual

START END Completion Responsibility Resources Needed
Date Date Date Assigned To

1) Develop PM handbook to enhance knowledge transfer and 2/1/2010 9/30/2010 DNRL
standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 12/30/2010 PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) from Divisions

3) Align performance reviews with identification of training
needs and individual development plans.
SBCR- Operating Plan metrics 2/1/2010 4/1/2010 PMDA

Develop performance appraisal checklists for use by
supervisor and employee during performance review.
Pilot during mid-year discussions.

4) Develop NRO's annual training plan in November to 9/1/2010 11/30/2010 PMDA w/ input
incorporate recommended training for employee development from Divisions
that is discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

" Finalize MD 10.158, with enhancements and publicize final procedure.
" Place mandatory periodic training on NCP and DPO processes in ILearn and ensure that office training is aligned with agency training.
* OE will be conducting 12 focus groups at NRC HQ in March/April, and anticipate providing results in June. In addition to supporting the

agency focus groups and tapping insights gained them to inform office next steps, NRO requested on 1/29/2010 that OE arrange for a
facilitator-led NRO focus group to determine why positive responses were lower with GG-1/12 staff.

April9,2013 Office Action Plan for NRO Page 3



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY

ACTION FOR: [DIVISION]

KEY AREA FOR IMPROVEMENT: [PROVIDE AREA]

SUMMARY OF SURVEY RESULTS: [PROVIDE INFORMATION]

OBJECTIVEIMILESTONE:

ACTION STEPS: Targeted Targeted Actual
START END Completion Responsibility Resources

Date Date Date Assigned To Needed
1)

2)

3)

4)

5)



Williams, Joseph N L c
From: Tracy, Glenn

Sent: Monday, February 22, 2010 1:47 PM
To: Williams, Joseph
Cc: Johnson, Michael; Holahan, Gary; Johnson, Debby
Subject: RE: OIG Nonconcurrence Process Audit Entrance Meeting

Categories: Red Category

Superb, Joe. Thank so much. BREAK... Could you please set up a time with me to discuss status of all of
the specific initiatives in your area from the survey with Debby, especially agency level recommendations
re. DPO. We also need to discuss/establish the development of awareness and infrastructure for your new
position. Thanks. Glenn

From: Williams, Joseph
Sent: Monday, February 22, 2010 1:02 PM
To: Johnson, Michael; Holahan, Gary; Tracy, Glenn
Subject: OIG Nonconcurrence Process Audit Entrance Meeting

As requested, I attended the entrance meeting for the IG audit of the nonconcurrence program. My notes
are below.

" Jesse Arildsen is the QEDO liaison with O1G. Renee Pedersen is the OE point-of-contact as the
NCP process owner.

" IG personnel assigned to this audit are: Sherri Miotla, Team Leader, Vicki Foster, Audit Manager,
and Jackie Storch, Senior Management Analyst.

* Jackie Storch indicated that the audit team will be looking for specific suggestions on areas to
address. We should be able to provide some feedback based on the Safety Culture survey.

* Jackie also said that the team will be talking to staff who have used the nonconcurrence process.
* Marty Virgilio said that he welcomes the opportunity to take an objective look at the process. He

asked that the audit consider how the NCP fits into the larger context of open and collaborative
working environment activities, such as the Open Door policy.

" Renee Pedersen noted there are activities associated with the Safety Culture Survey followup
activities.

" Vicki Foster said that the information gathering phase will take about 2 months, and additional field
work will take another 2 months. The audit report is expected to be complete in about 6 months.

As NRO Differing Views Champion, I will be the office's point-of-contact for the audit.

Joe Williams

24



bf 40Williams, Joseph

From:
Sent:
To:
Cc:

Johnson, Debby
Tuesday, February 23, 2010 3:32 PM
Araguas, Christian
Bouling, Ramona; Savoy, Carmel; Lockhart, Denise; Tracy, Glenn; Williams, Joseph;
Williams, Joseph
FW: Award celebration for Safety Culture Task ForceSubject:

Categories:

Christian,

Red Category

Would you please adjust the Program Meeting agenda to reflect that the Award Celebration for the Safety
Culture Results to Action Team will be held from 3-4 on Tuesday, March 23 instead of March 16?

Thanks,

Debby
415-1415

From: Savoy, Carmel On Behalf Of Holahan, Gary
Sent: Tuesday, February 23, 2010 11:04 AM
To: Johnson, Debby
Subject: FW: Award celebration for Safety Culture Task Force

Hi Debby,

Can you give me a call about the above meeting. Mike would like to attend this meeting but he will be in
China. Can you please give me a call to see if we can reschedule for another day.

Thanks,

Carmwl L. Savoy
Lead Admninistrative Assistant
U.S. Nuclear Regulatory Commission
Office of New Reactors
Phone: 301-415-1897
Email: carmel.savo\vcdifnrc.o\ov
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N lDl.nWilliams, Joseph
i I

From:
Sent:
To:
Subject:
Attachments:

Categories:

Johnson, Debby
Thursday, February 25, 2010 2:43 PM
Williams, Joseph
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.25.2010.doc
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.25.2010.doc

Red Category

Joe,

The attached version includes the comments from our meeting with Glenn. Mike Johnson also provided a
few comments. I'm scheduled to meet with him tomorrow morning at 8:30 discuss the OE focus groups.
Please join me if you're available, and we can go over the final draft.

Thanks,

Debby

(1 >r
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Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Williams, Joseph
Friday, February 26, 2010 10:12 AM
Tracy, Glenn
Johnson, Debby
Draft Differing Views Champion Announcement
DVC announcement.doc

Glenn,

Here is a draft announcement regarding my assignment as NRO's Differing Views Champion for your
review and comment.

When Debby and I talked to Mike Johnson this morning about the agency action plan, I told him that I was
preparing this announcement, and that I hope to provide it to him early next week after your review. Mike
was fully supportive about the announcement, and eager to send it out in his name.

Hope you have a good weekend.

Joe

'2)
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Williams, Joseph

From: Williams, Joseph
Sent: Friday, February 26, 2010 10:47 AM
To: West, Steven
Subject: Insights From Region III Safety Culture Assessment

Steve,

Mike Johnson has asked me to reach out to Region III to determine if there are any insights or actions you
are taking in response to the OIG Safety Culture Survey that can inform NRO's activities.

One of the actions NRO is taking is establishing a Differing Views Champion within the office. The
Champion is an advocate for differing views processes, and can assist the staff in navigating office and
agency procedures, facilitating discussions between staff and management, and will ensure management
is accountable for thoroughly assessing issues. I've been assigned to this role.

Do you have any insights you can share, or can you point me to the right person to talk to about Region
Ill's work in this area?

Hope you're enjoying things out there. Thanks very much for your help.

Joe Williams
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Williams, Joseph
|

From:
Sent:
To:
Cc:

Subject:
Attachments:

Categories:

Johnson, Debby
Friday, February 26, 2010 12:04 PM
Rakovan, Lance
Bouling, Ramona; RidsNroMailCenter Resource; Lockhart, Denise; Rivera-Varona, Aida;
Tracy, Glenn; Williams, Joseph; Williams, Barbara; Gerke, Laura
NRO's Results to Action Plan (YT-2009-0226)
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.25.2010_.doc

Red Category

Lance,

NRO's Results to Action Plan is attached for your review. We look forward to incorporating insights from
the upcoming agency-wide focus groups and NRO-specific facilitated discussion that will be held this
spring. Additionally, three "Diversity and Follow-Up Actions" are highlighted as requested by SBCR, to
align with FY2010 NRC Corporate Support Measure CS-SBCR-04. Please feel free to call with any
questions.

Regards,

Debby Johnson
NRO/PMDA/HCT
(301) 4151-415

NRO Mailroom- This closes YT-2009-0226 - Action Plans for the 2009 OIG Safety Culture and Climate
Survey Results

kA1
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Williams, Joseph

From: Williams, Joseph
Sent: Friday, February 26, 2010 2:03 PM
To: Haney, Catherine
Subject: OCWE Insights From Safety Culture Survey

Cathy,

Mike Johnson asked me to contact you to see if NMSS has any insights or is taking action to address open
and collaborative working environment issues that can inform our work in NRO.

One of the actions NRO is taking is establishing a Differing Views Champion within the office. The
Champion is an advocate for differing views processes, and can assist the staff in navigating office and
agency procedures, facilitating discussions between staff and management, and will ensure management
is accountable for thoroughly assessing issues. I've been assigned to this role.

Do you have any insights you can share, or can you point me to the right person to talk to about NMSS's

work in this area?

Thanks very much for your help.

Joe Williams
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Johnson, Debby

From:
Sent:
To:
Cc:

Subject:
Attachments:

Johnson, Debby
Friday, February 26, 2010 12:04 PM
Rakovan, Lance
Bouling, Ramona; RidsNroMailCenter Resource; Lockhart, Denise; Rivera-Varona, Aida; Tracy,
Glenn; Williams, Joseph; Williams, Barbara; Gerke, Laura
NRO's Results to Action Plan (YT-2009-0226)
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.25.2010_.doc

Lance,

NRO's Results to Action Plan is attached for your review. We look forward to incorporating insights from the
upcoming agency-wide focus groups and NRO-specific facilitated discussion that will be held this spring.
Additionally, three "Diversity and Follow-Up Actions" are highlighted as requested by SBCR, to align with FY2010
NRC Corporate Support Measure CS-SBCR-04. Please feel free to call with any questions.

Regards,

Debby Johnson
NRO/PMDA/HCT
(301) 4151-415

NRO Mailroom- This closes YT-2009-0226 - Action Plans for the 2009 OIG Safety Culture and Climate Survey
Results

1.
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflicting prioritization of work, supervisory changes) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
" Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
" Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Communicate context for metrics to improve the staff's Division Directors
understanding of the relevance and benefits to them: "How do w/ support from
metrics help me do my job." PMDA/PBST

* Review NRO Operating Plan at:

-Division All-Hands meetings and 1/4/2010 6/30/2010

-NRO All Supervisors meeting 1/4/2010 6/30/2010

2) Prioritization of workload, including plans for staffing and Significant challenge due to
contracting. the dynamic situation

* Continue subprogram approach for resources 12/1/2009 Ongoing DNRL/DCIP/ARP surrounding new and
(Licensing, Oversight, Advanced Reactors) advanced reactors.

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input
from DCIP/ARP

* Identify critical skills needed for projected workload for 1/5/2010 9/30/2010 PMDA w/ input
FY 2012 from divisions

3) Develop a management tool for Branch Chief rotations to 2/1/2010 6/30/2010 PMDA/PHCT
facilitate continuity in the leadership and direction of the branch.

Feray2,21 fieAto lnfrNOPg
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Define role of NRO Differing Views Champion and name 1/15/2010 3/15/2010 DCIP w/ input
first Champion. from NRO SES

2) Require periodic training for management and staff on NCP NRO Differing Finalization of MD 10.158 to
and DPO processes. Views Champion ensure that training is

accurate

* Raise awareness of Differing Views Champion at 3/15/2010 First
Division All-Hands meetings available

* Develop & provide training for managers and 3/15/2010 6/30/2010
supervisors on Open & Collaborative Working and then
Environments periodically

CS-SBCR-04: "My supervisor adequately explains the
resolution of differing views that were raised [#66]."

3) Conduct team building activities at various levels. NRO Managers

* NRO front office quarterly brown bag lunches with new 1/4/2010 Ongoing
employees, their supervisors, and interested staff

• Periodically invite management to branch/division 1/4/2010 Ongoing
meetings to increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 Ongoing

Feray26 00OfieAtonPa o NOPg
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4) Tap insights gained from OE-led focus groups and
NRO facilitated discussion to inform office next steps.

3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

" Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

* Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Develop Safety PM handbook to enhance knowledge 2/1/2010 9/30/2010 DNRL
transfer and standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 Ongoing PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) quarterly from HR

3) Align performance reviews with identification of 1) training
needs and 2) individual development plans.

* Develop checklists for supervisors and employees for 2/1/2010 4/1/2010 PMDA Pilot during mid-year
use when preparing for performance discussions that performance review
include reminders about training and IDPs. discussions.

CS-SBCR-04: "How do you rate your last performance review
in terms of helping you to 1) identify your training needs [#79c],
and 2) create your individual performance plan [#79d]."

4) Hold NRO's annual training call in November to incorporate 9/1/2010 Ongoing NRO Divisions
recommended training for employee development that is
discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

February 26, 2010 Office Action Plan for NRO Page 3
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* Finalize MD 10.158, with enhancements and publicize final procedure.
* Develop mandatory periodic training on NCP and DPO processes via ILearn and ensure that office training is aligned with agency training.
* In addition to supporting the agency-wide focus groups and tapping insights gained them to inform office next steps, NRO requests a

facilitated discussion specific to NRO to determine why positive responses were lower with GG-1/12 staff.

Feray2,21 fieAto lnfrNOPg
February 26, 2010 Office Action Plan for NRO Page 4



Williams, Joseph

From: Johnson, Debby
Sent: Monday, March 01, 2010 11:58 AM
To: Whitaker, Barbara; Cruz, Zahira; Bloom, Steven; Moser, Michelle; Braden, Michael;

Tetter, Keith; Donoghue, Joseph; Mott, Kenneth; Jenkins, Ronaldo; Bernal, Sara;
Burroughs, Eleasah

Cc: Williams, Joseph; Tracy, Glenn; Green, Jamie
Subject: FW: NRO's Results to Action Plan (YT-2009-0226)
Attachments: 2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.25.2010_.doc

Categories: Red Category

All,

Thank you for the comments on the NRO Results to Action Plan. Many of your comments were
incorporated, and we forwarded the attached plan to OEDO on Friday. Management supported the
recommendation to name Joe Williams as the first NRO Differing Views Champion, and we'll be
announcing this on the NRO website by the middle of the month. I'm sure that Joe will be in contact with
you all, as he would like to talk about his role at upcoming division all-hands meetings.

We've also learned a few details about the follow-up focus groups that OE will be sponsoring. 20 focus
groups will be conducted between mid-March and the end of April. Each group will have nine participants.
12 groups will be held at HQ, and 2 groups will be held at each of the regions. The groups will all be asked
the same questions, but the composition of the groups will vary. The feedback from the groups will be
consolidated to look for agency-wide insights. To protect confidentiality, insights from specific focus groups
will not be shared, and the agency-wide report is expected by the end of June. To gain further insights into
the NRO data, we have asked OE to sponsor an NRO-specific facilitated discussion. We anticipate that
this will occur after the focus groups are held, and will keep you posted as we receive additional
information from OE.

Mike Johnson would like to place the NRO Results to Action Plan on the NRO homepage under the
Results tab. He also supported our suggestion to refresh the Results to Action plan quarterly when the
operating plan is updated.

Lastly, we would like to plan an informal ceremony to thank you for all of your support over the past several
months. We couldn't have done it without you! As soon as the details are finalized, I'll send a scheduler.

Thanks again,

Debby
415-1415

From: Johnson, Debby
Sent: Friday, February 26, 2010 12:04 PM
To: Rakovan, Lance
Cc: Bouling, Ramona; RidsNroMailCenter Resource; Lockhart, Denise; Rivera-Varona, Aida; Tracy, Glenn; Williams,
Joseph; Williams, Barbara; Gerke, Laura
Subject: NRO's Results to Action Plan (YT-2009-0226)

Lance,

NRO's Results to Action Plan is attached for your review. We look forward to incorporating insights from
the upcoming agency-wide focus groups and NRO-specific facilitated discussion that will be held this /
spring. Additionally, three "Diversity and Follow-Up Actions" are highlighted as requested by SBCR, to

8



align with FY2010 NRC Corporate Support Measure CS-SBCR-04. Please feel free to call with any
questions.

Regards,

Debby Johnson
NRO/PMDA/HCT
(301) 4151-415

NRO Mailroom- This closes YT-2009-0226 - Action Plans for the 2009 OIG Safety Culture and Climate
Survey Results
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflictinq prioritization of work, supervisory chances) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
* Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
* Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Communicate context for metrics to improve the staff's
understanding of the relevance and benefits to them: "How do
metrics help me do my job."

* Review NRO Operating Plan at: Division Directors
w/ support from

-Division All-Hands meetings and 1/4/2010 6/30/2010 PMDA/PBST

-NRO All Supervisors meeting 1/4/2010 6/30/2010

2) Prioritization of workload, including plans for staffing and Challenging due to the
contracting. dynamic situation.

* Continue subprogram approach for resources 12/1/2009 Ongoing DNRL/DCIP/ARP
(Licensing, Oversight, Advanced Reactors)

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input
from DCIP/ARP

* Identify critical skills needed for projected workload for 1/5/2010 9/30/2010 PMDA w/ input
FY 2012 from divisions

3) Develop a management tool for Branch Chief rotations to 2/1/2010 6/30/2010 PMDA/PHCT
facilitate continuity in the leadership and direction of the branch.

April 9, 2013 Office Action Plan for NRO Page 1
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Define role of NRO Differing Views Champion and name 1/15/2010 3/15/2010 DCIP w/ input
first Champion. from NRO SES

2) Require periodic training for management and staff on NCP NRO Differing Finalization of MD 10.158 to
and DPO processes. Views Champion ensure that training is

accurate

* Raise awareness of Differing Views Champion at 3/15/2010 First
Division All-Hands meetings available

* Develop & provide training for managers and 3/15/2010 6/30/2010
supervisors on Open & Collaborative Working and then
Environments periodically

CS-SBCR-04: "My supervisor adequately explains the
resolution of differing views that were raised."

3) Conduct team building activities at various levels. NRO Managers

* NRO front office quarterly brown bag lunches with new 1/4/2010 Ongoing
employees and their supervisors

* Periodically invite senior management to 1/4/2010 Ongoing
branch/division meetings increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 Ongoing

4) Tap insights gained from OE-led focus groups and 12/17/2009 Ongoing NRO Differing
NRO facilitated discussion to inform office next steps. Views Champion

April 9, 2013 Office Action Plan for NRO Page 2
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3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

* Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Develop Safety PM handbook to enhance knowledge 2/1/2010 9/30/2010 DNRL
transfer and standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 Ongoing PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) quarterly from HR

3) Align performance reviews with identification of 1) training
needs and 2) individual development plans.

Develop checklists for supervisors and employees for
use when preparing for performance discussions that 2/1/2010 4/1/2010 PMDA Pilot during mid-year
include reminders about training and IDPs. performance review

discussions.
CS-SBCR-04: "How do you rate your last performance review
in terms of helping you to 1) identify your training needs, and 2)
create your individual performance plan."

4) Hold NRO's annual training call in November to incorporate 9/1/2010 Ongoing NRO Divisions
recommended training for employee development that is
discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

* Finalize MD 10.158, with enhancements and publicize final procedure.
• Develop mandatory periodic training on NCP and DPO processes via ILearn and ensure that office training is aligned with agency training.
• In addition to supporting the agency-wide focus groups and tapping insights gained them to inform office next steps, NRO requests a

facilitated discussion specific to NRO to determine why positive responses were lower with GG-1/12 staff.

April 9, 2013 Office Action Plan for NRO Page 3
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From: Williams, Joseph
Sent: Wednesday, March 03, 2010 6:32 AM
To: Tracy, Glenn
Subject: FW: Insights From Region III Safety Culture Assessment
Attachments: 2010-03-01 Region III Action Plan FINAL.doc

Glenn,

I meant to copy you on this message to Mike, et al.

Joe

From: Williams, Joseph
Sent: Tuesday, March 02, 2010 6:43 AM
To: Johnson, Debby; Johnson, Michael
Cc: Holahan, Gary
Subject: FW: Insights From Region III Safety Culture Assessment

Mike and Debby,

For your information, here is a copy of Region Ill's Safety Culture action plan, which I received from Steve
West after our discussion on Friday. I plan to reply with a copy of our action plan, and to contact Jared
Heck to establish a point of contact for sharing insights.

I also sent a note to Cathy Haney in NMSS, and am awaiting a response.

Joe

From: West, Steven
Sent: Monday, March 01, 2010 3:19 PM
To: Williams, Joseph
Cc: Heck, Jared
Subject: RE: Insights From Region III Safety Culture Assessment

Joe,

Nice to hear from you. Our action plan is attached for your information. It discusses the three major areas
we are working on as a region and the specific actions we plan to compete. As you can see from our
action plan, our efforts have just begun. At this point, I don't have any specific insights to offer.

Jared Heck is coordinating our efforts and is our POC for the action plan.

Steve

From: Williams, Joseph
Sent: Friday, February 26, 2010 9:47 AM
To: West, Steven
Subject: Insights From Region III Safety Culture Assessment

Steve,

6



Mike Johnson has asked me to reach out to Region III to determine if there are any insights or actions you
,are taking in response to the OIG Safety Culture Survey that can inform NRO's activities.

One of the actions NRO is taking is establishing a Differing Views Champion within the office. The
Champion is an advocate for differing views processes, and can assist the staff in navigating office and
agency procedures, facilitating discussions between staff and management, and will ensure management
is accountable for thoroughly assessing issues. I've been assigned to this role.

Do you have any insights you can share, or can you point me to the right person to talk to about Region
Ill's work in this area?

Hope you're enjoying things out there. Thanks very much for your help.

Joe Williams

7



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Williams, Joseph
Wednesday, March 03, 2010 8:17 AM
West, Steven
Heck, Jared
RE: Insights From Region III Safety Culture Assessment
2009 NRO OIG SAFETY CULTURE AND CLIMATE SURVEY Action Plan 2.25.2010_.doc

Steve,

Thanks for the feedback. Here is a copy of NRO's action plan for your information.

Joe

From: West, Steven
Sent: Monday, March 01, 2010 3:19 PM
To: Williams, Joseph
Cc: Heck, Jared
Subject: RE: Insights From Region III Safety Culture Assessment

Joe,

Nice to hear from you. Our action plan is attached for your information. It discusses the three major areas
we are working on as a region and the specific actions we plan to compete. As you can see from our
action plan, our efforts have just begun. At this point, I don't have any specific insights to offer.

Jared Heck is coordinating our efforts and is our POC for the action plan.

Steve

From: Williams, Joseph
Sent: Friday, February 26, 2010 9:47 AM
To: West, Steven
Subject: Insights From Region III Safety Culture Assessment

Steve,

Mike Johnson has asked me to reach out to Region III to determine if there are any insights or actions you
are taking in response to the OIG Safety Culture Survey that can inform NRO's activities.

One of the actions NRO is taking is establishing a Differing Views Champion within the office. The
Champion is an advocate for differing views processes, and can assist the staff in navigating office and
agency procedures, facilitating discussions between staff and management, and will ensure management
is accountable for thoroughly assessing issues. I've been assigned to this role.

Do you have any insights you can share, or can you point me to the right person to talk to about Region

Ill's work in this area?

Hope you're enjoying things out there. Thanks very much for your help.

Joe Williams 'if
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Williams, Joseph f\4/ 4)
From: Tracy, Glenn
Sent: Wednesday, March 03, 2010 8:57 AM
To: Williams, Joseph
Cc: Johnson, Debby
Subject: RE: Draft Differing Views Champion Announcement

Categories: Red Category

Please and thank so much for doing this!

From: Williams, Joseph
Sent: Wednesday, March 03, 2010 8:56 AM
To: Tracy, Glenn
Cc: Johnson, Debby
Subject: RE: Draft Differing Views Champion Announcement

Thanks for the feedback. I had a photo taken recently for the NRO employee roster, so I'll see if that will
suit. If not, I'll make arrangements for another photo. Would you like me to forward the write up to Mike
Johnson, along with your marketing comment?

Joe

From: Tracy, Glenn
Sent: Wednesday, March 03, 2010 8:52 AM
To: Williams, Joseph
Cc: Johnson, Debby
Subject: RE: Draft Differing Views Champion Announcement

Is superbly written, mirroring the quality of your work.. I want marketing now.... soft warm touch. in
announcement I want your picture inserted into the announcement... perhaps a warm, non-business look
welcoming folks to meet you .... that way folks new to us, know who you are when they pass you in
hallway. Thanks for all you do... Glenn

From: Williams, Joseph
Sent: Friday, February 26, 2010 10:12 AM
To: Tracy, Glenn
Cc: Johnson, Debby
Subject: Draft Differing Views Champion Announcement

Glenn,

Here is a draft announcement regarding my assignment as NRO's Differing Views Champion for your
review and comment.

When Debby and I talked to Mike Johnson this morning about the agency action plan, I told him that I was
preparing this announcement, and that I hope to provide it to him early next week after your revievw. Mike
was fully supportive about the announcement, and eager to send it out in his name.

Hope you have a good weekend.

Joe
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' Williams, Joseph

From:
Sent:
To:
Subject:
Attachments:

Categories:

Johnson, Debby
Wednesday, March 03, 2010 9:35 AM
Tracy, Glenn; Williams, Joseph
FW: NRO Results to Action Plan
RE: NRO Results to Action Plan

Red Category

FYI...

From: NROWebServices Resource
Sent: Wednesday, March 03, 2010 8:29 AM
To: Gusack, Barbara; Johnson, Debby; Murphy, Jerome; Usilton, William
Cc: Bouling, Ramona; Lin, Chien-Ting; Schum, Constance; Holmes, Beverly
Subject: RE: NRO Results to Action Plan

This has been completed.

http://nrrl0.nrc.cov/NRO/plans/index.cfm

Luc Phuong
301-415-1103

From: Gusack, Barbara
Sent: Tuesday, March 02, 2010 7:19 PM
To: Phuong, Luc; Johnson, Debby; Murphy, Jerome; Usilton, William
Cc: Bouling, Ramona; Lin, Chien-Ting; Schum, Constance; Holmes, Beverly
Subject: RE: NRO Results to Action Plan

I talked to Mike & Gary.
You should place the plan on the "Plans" tab and results we report out will be .... wait for it .... on the
"Results" tab.

Barbara K. Gusack, Director
Program Management, Policy Development,

& Analysis Staff
Office of New Reactors
U.S. Nuclear Regulatory Commission
301.415.6054

h Il~ 2-26,2014)
You'r e theexper. Te.l Lm whiat you think.

L LJNS.N R CA
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From: Phuong, Luc
Sent: Monday, March 01, 2010 1:12 PM
To: Johnson, Debby; Murphy, Jerome; Usilton, William
Cc: Bouling, Ramona; Lin, Chien-Ting; Gusack, Barbara;
Subject: RE: NRO Results to Action Plan

Schum, Constance; Holmes, Be•
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Any suggestions on where to put the link on the page? Right now, it's four quadrants to different sets of information.

Thanks,

Luc Phuong
301-415-1103

From: Johnson, Debby
Sent: Monday, March 01, 2010 12:08 PM
To: Murphy, Jerome; Usilton, William
Cc: Bouling, Ramona; Lin, Chien-Ting; Phuong, Luc; Gusack, Barbara; Schum, Constance; Holmes, Beverly
Subject: NRO Results to Action Plan

Bill/Jerome,

The approved NRO Results to Action Plan is attached. Mike Johnson would like to have it placed on the
NRO website under the Results tab, and have it refreshed each quarter along with the operating plan.
Once it's placed on the website, I'll send the link to the TAs so that they know that it's there. Please let me
know if you have any questions, or if you'd like to discuss further.

Thanks,

Debby
415-1415
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflicting prioritization of work, supervisory chancles) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
" Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
" Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Communicate context for metrics to improve the staffs Division Directors
understanding of the relevance and benefits to them: "How do w/ support from
metrics help me do my job." PMDA/PBST

* Review NRO Operating Plan at:

-Division All-Hands meetings and 1/4/2010 6/30/2010

-NRO All Supervisors meeting 1/4/2010 6/30/2010

2) Prioritization of workload, including plans for staffing and Significant challenge due to
contracting. the dynamic situation

" Continue subprogram approach for resources 12/1/2009 Ongoing DNRL/DCIP/ARP surrounding new and
(Licensing, Oversight, Advanced Reactors) advanced reactors.

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input
from DCIP/ARP

• Identify critical skills needed for projected workload for 1/5/2010 9/30/2010 PMDA w/ input
FY 2012 from divisions

3) Develop a management tool for Branch Chief rotations to 2/1/2010 6/30/2010 PMDA/PHCT
facilitate continuity in the leadership and direction of the branch.

April 9, 2013 Office Action Plan for NRO Page 1
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Define role of NRO Differing Views Champion and name 1/15/2010 3/15/2010 DCIP w/ input
first Champion. from NRO SES

2) Require periodic training for management and staff on NCP NRO Differing Finalization of MD 10.158 to
and DPO processes. Views Champion ensure that training is

accurate

" Raise awareness of Differing Views Champion at 3/15/2010 First
Division All-Hands meetings available

* Develop & provide training for managers and 3/15/2010 6/30/2010
supervisors on Open & Collaborative Working and then
Environments periodically

CS-SBCR-04: "My supervisor adequately explains the
resolution of differing views that were raised [#66]."

3) Conduct team building activities at various levels. NRO Managers

* NRO front office quarterly brown bag lunches with new 1/4/2010 Ongoing
employees, their supervisors, and interested staff

* Periodically invite management to branch/division 1/4/2010 Ongoing
meetings to increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 Ongoing

4) Tap insights gained from OE-led focus groups and 12/17/2009 Ongoing NRO Differing
NRO facilitated discussion to inform office next steps. Views Champion
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3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

" Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Develop Safety PM handbook to enhance knowledge 2/1/2010 9/30/2010 DNRL
transfer and standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 Ongoing PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) quarterly from HR

3) Align performance reviews with identification of 1) training
needs and 2) individual development plans.

Develop checklists for supervisors and employees for 2/1/2010 4/1/2010 PMDA Pilot durng mid-year
use when preparing for performance discussions that performance review
include reminders about training and IDPs. discussions.

CS-SBCR-04: "How do you rate your last performance review
in terms of helping you to 1) identify your training needs [#79c],
and 2) create your individual performance plan [#79d]."

4) Hold NRO's annual training call in November to incorporate 9/1/2010 Ongoing NRO Divisions
recommended training for employee development that is
discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

* Finalize MD 10.158, with enhancements and publicize final procedure.
* Develop mandatory periodic training on NCP and DPO processes via ILearn and ensure that office training is aligned with agency training.
• In addition to supporting the agency-wide focus groups and tapping insights gained them to inform office next steps, NRO requests a

facilitated discussion specific to NRO to determine why positive responses were lower with GG-1/12 staff.

April 9, 2013 Office Action Plan for NRO Page 3



.V --
Williams, Joseph

From: Johnson, Michael
Sent: Thursday, March 04, 2010 7:54 AM
To: Williams, Joseph
Subject: Re: Proposed Differing Views Champion Announcement

Categories: Red Category

Thanks Joe. I just want to avoid giving the perception that we have performed inappropriately on DPOs. Let's adjust
the message to be a little more precise.
from my bberry

From: Williams, Joseph
To: Johnson, Michael
Cc: Tracy, Glenn; Johnson, Debby
Sent: Thu Mar 04 07:04:26 2010
Subject: RE: Proposed Differing Views Champion Announcement

Mike,

The short answer regarding DPO is that there is high awareness of the DPO process (92%), and good
willingness to use it (74%), but confidence in its effectiveness was much lower (42-57%, depending on
which question you look at). It also isn't clear to the staff that using the process won't have a detrimental
effect on their career.

I've attached a copy of the presentation I gave at the retreat in November that shows the office and agency
results. The pertinent questions are 17b (first slide), 47 (second slide, not exclusive to DPO), 65 and 72
(third slide), and 76a, b, and c (fourth slide). The Powerpoint file also includes the notes I used for my
presentation.

Let me know if you have any questions.

I'll also work on having the Champion announcement processed, so hopefully we can do that within the
next few days, assuming the RIC doesn't get in the way.

Joe

From: Johnson, Michael
Sent: Wednesday, March 03, 2010 6:14 PM
To: Williams, Joseph
Cc: Tracy, Glenn; Johnson, Debby
Subject: Re: Proposed Differing Views Champion Announcement

Looks good. One question/comment. Did the oig survey point to performance of implementation of dpo or awareness?
from my bberry

From: Williams, Joseph
To: Johnson, Michael
Cc: Tracy, Glenn; Johnson, Debby
Sent: Wed Mar 03 09:18:24 2010
Subject: Proposed Differing Views Champion Announcement
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. -/ Mike,

Attached is a draft announcement regarding my assignment as NRO Differing Views Champion. This draft
reflects input from Glenn and Debby. Glenn suggested that the announcement include my photo to assist
marketing the Champion. I recently had one taken by the AV folks, so I will check with them to see if that
shot will suit, or make arrangements for another.

Please let me know if you have any comments or suggestions.

Thanks.

Joe
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All--Williams, Joseph

From:
Sent:
To:
Cc:

Johnson, Debby
Monday, March 08, 2010 10:38 AM
Williams, Barbara
Williams, Joseph; Bouling, Ramona; Tracy, Glenn; Gusack, Barbara; Schum, Constance;
Johnson, Michael
RE: NRO's Results to Action Plan (YT-2009-0226)Subject:

Categories: Red Category

Thank you, Barbara. We plan to update our plan each quarter, and will make sure that you receive each
refreshed version.

From: Williams, Barbara
Sent: Monday, March 08, 2010 10:36 AM
To: Johnson, Debby
Subject: RE: NRO's Results to Action Plan (YT-2009-0226)

Thanks Debby! This plan really speaks to sharing and enhancing awareness of information, training and
KM, and celebrating success and fun. Thanks for the plan. Barbara, x7388

From: Johnson, Debby . .. . . .. . . ..
Sent: Friday, February 26, 2010 12:04 PM
To: Rakovan, Lance
Cc: Bouling, Ramona; RidsNroMailCenter Resource; Lockhart, Denise; Rivera-Varona, Aida; Tracy, Glenn; Williams,
Joseph; Williams, Barbara; Gerke, Laura
Subject: NRO's Results to Action Plan (YT-2009-0226)

Lance,

NRO's Results to Action Plan is attached for your review. We look forward to incorporating insights from
the upcoming agency-wide focus groups and NRO-specific facilitated discussion that will be held this
spring. Additionally, three "Diversity and Follow-Up Actions" are highlighted as requested by SBCR, to
align with FY2010 NRC Corporate Support Measure CS-SBCR-04. Please feel free to call with any
questions.

Regards,

Debby Johnson
NRO/PMDA/HCT
(301) 4151-415

NRO Mailroom- This closes YT-2009-0226 - Action Plans for the 2009 OIG Safety Culture and Climate
Survey Results
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Williams, Joseph

From:
Sent:
To:
Subject:
Attachments:

Williams, Joseph
Tuesday, March 16, 2010 9:57 AM
Johnson, Michael
Revised Differing Views Champion Announcement
DVC announcement.doc

Mike,

I have revised the Differing Views Champion announcement to address your comment. The revised text
reads:

In our review of the 2009 Safety Culture Survey, we identified opportunities to build upon the strong
NRO staff awareness of NRC's differing views processes.

Previously, it read as:

In our review of the 2009 Safety Culture Survey, we identified opportunities to improve our
performance in implementing NRC's differing views processes.

The complete version of the announcement is attached for your information. If the changes are acceptable
to you, I will work with your staff to prepare an email for you to send to the office, and have have it ready to
be issued within the next few days.

Let me know if you have any other questions or comments.

Joe

/
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Williams, Joseph //4 n
From: Johnson, Michael
Sent: Thursday, March 18, 2010 2:48 AM
To: Williams, Joseph
Subject: Re: Revised Differing Views Champion Announcement

Categories: Red Category

Great Joe.
from my bberry

From: Williams, Joseph
To: Johnson, Michael
Sent: Tue Mar 16 09:57:21 2010
Subject: Revised Differing Views Champion Announcement

Mike,

I have revised the Differing Views Champion announcement to address your comment. The revised text
reads:

In our review of the 2009 Safety Culture Survey, we identified opportunities to build upon the strong
NRO staff awareness of NRC's differing views processes.

Previously, it read as:

In our review of the 2009 Safety Culture Survey, we identified opportunities to improve our
performance in implementing NRC's differing views processes.

The complete version of the announcement is attached for your information. If the changes are acceptable
to you, I will work with your staff to prepare an email for you to send to the office, and have have it ready to
be issued within the next few days.

Let me know if you have any other questions or comments.

Joe

J
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Williams, Joseph

From:
Sent:
To:
Subject:
Attachments:

Categories:

Williams, Joseph
Monday, March 29, 2010 10:03 AM
Williams, Donna
Differing Views Champion Announcement
JoeOffice-001-Edit.jpg; DVC announcement.doc

Red Category

Donna,

The attached file provides text for an announcement to NRO staff regarding my assignment as Differing
Views Champion. Mike Johnson has already seen this text and approved it. I've also attached a photo
which can be used for the announcement.

Let me know when you have a few minutes this afternoon to talk this over. FYI, I need to leave by 3:45 to

catch my train home.

Thanks.

Joe

Vi

/
MjŽO
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It is appropriate that the first presentation I'm making to a division is to DCIR

Several months ago, Glenn sent a solicitation to the NRO staff to work on assessing
results from the Safety Culture Survey, and I volunteered to be part of that team.

Early on, I spoke to Glenn about my interest in focusing on open and collaborative
work environment issues, and he was very supportive.

That conversation got the ball rolling, and a few months later, here I am.

1



These three statements are taken from the NRO Vision of Success, and speak directly
to the principles of an open and collaborative working environment.

From my own observations of management discussions of this topic, I can guarantee
you that NRO management supports these principles, and wants to do what it can to

be successful in meeting them.

2



I'm going to give a quick outline of each process available to raise issues. Everyone should remember
that the agency encourages early identification of issues and their resolution at as low a level in the
organization as practical, but also provides tools to raise issues higher up the line to ensure decisions
are fully informed.

* Informal communications: normal way of doing business
* discuss issues with peers and supervisors
* develop consensus* Employee suggestion program
* submit ideas for process improvements
* assessed by responsible organizations
* adopted suggestions eligible for cash awards" Corrective action program
* NRO procedure under development

*Non-concurrence
* mechanism to document and express a different point of view in documents being
processed

* decision makers can consider alternative views
* documentation of decision provided to non-concurring staff
* includes non-signature option" Open Door
* employees have access to all agency officials, including Commissioners, to inform them of
alternative views and issues" Differing Professional Opinion
o provides means to document issues regarding completed agency actions
Sreview panel assesses differing view and recommends action

3



The Safety Culture survey indicated are opportunities to build upon the strong NRO
staff awareness of NRC's differing views processes.

Process improvements show that NRO management is interested in learning from

experience and demonstrating its accountability to the ideals it expresses.

* Training in differing views processes and awareness: this topic is at least as

important as the training we are all routinely reminded we must complete
* Presentations to divisions is start of this effort
* Plan to work with develop training

* established Differing Views Champion: describe my role in more detail in a moment

* Require thorough and comprehensive response to issues raised in formal processes
-Consult with originator to ensure understanding of issues
-Engage with originator as responses are being developed

" Subordinate to agency-level procedures

• NRO will put its ideas into its own procedures, but these are supplemental to
higher level procedures

* Use of additional NRO tools is optional for staff, and cannot be used as a basis to
justify exclusion of views

e Champion is a resource, not a requirement

4



Differing Views Champion:
* Not an expert (yet) in all the areas I expect to be addressing, but I can figure things out and get things

going in the right direction* If I'm not an expert, what are my qualifications?
" I have many years experience as a project manager: I know a lot of the people, processes,

and issues
" I have experience with some of these processes, and I know about some of the challenges

staff may face
* Creating the Champion is tangible evidence of NRO's commitment to an open and collaborative
environment
* Impartial advocate for process, not a point of view
* Facilitate communications: arbitrate discussions, ensure everyone understands what they are being
told and what is being done
* Familiarity with processes to assist management and staff
* Ensure processes are followed" Impartial third party

* Speak to me in confidence, if need be
* Avoid polarization
* Avoid placing management in position of taking sides before a decision is made, especially in
cases where there is a dispute between staff and management/supervision

* Ensure accountability: all issues rigorously addressed
* Identify improvement opportunities as experience is gained

-Champion is a resource, not a requirement

5



Success does not necessarily mean that staff who raises issues get their way. That outcome is, by
definition, unattainable when different people have different points of view. Rather, success is making
sure that everyone who participates is confident that their views are understood by all parties, that
issues have been thoroughly addressed, and that that information has been incorporated into decision

making.

The Safety Culture Survey indicated that many NRC staff lack confidence in the effectiveness of
processes. There's a lot of cynicism out there. Anecdotally, I've been told that some people believe
NCP and DPO are just straw men, allowing staff to vent while management ignores their views.

However, you can't hold someone accountable for something you haven't told them.

The fact of the matter is that staff CAN use these processes to influence agency decisions. Here are
two recent examples where staff raising issues in different processes:

Three NRO staff raised concerns regarding activities proposed at the South Texas site which they
believed fell within the scope of construction as defined by the regulations. They non-concurred in a
draft letter to the applicant which originally was intended to state that the applicants planned
activities were acceptable. After all parties described their view to NRO management, a different
decision was reached.

Differing Professional Opinion on Regulatory Guide 1.205, Revision 1, Risk-Informed, Performance-
Based Fire Protection for Existing Light-Water Nuclear Power Plant. Two NRR staff recently received

Team Player Awards for their DPO which resulted in changes to this RG.

I won't guarantee that going through these processes is a simple matter, or that you'll be satisfied with
the outcome. But you should feel confident that if you have a well-founded issue, you can get people
to listen to you and have your views considered, and that I'll do what I can to make sure that happens.

Thanks for your time.
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iVmWilliams, Joseph

From:
Sent:
To:
Subject:

Clark, Theresa
Wednesday, March 31, 2010 2:18 PM
Williams, Joseph
RE: DSRA all-hands 5/13

Categories: Red Category

Wonderful! I'll send you the appointment now and we'll work more on logistics/slides/whatever later. Thank you!

Theresa Valentine Clark
Technical Assistant
Division of Safety Systems and Risk Assessment
U.S. NRC Office of New Reactors
T-10F10 I 301-415-4048
Theresa .Clark@ nrc.gov

From: Williams, Joseph
Sent: Wednesday, March 31, 2010 2:14 PM
To: Clark, Theresa
Subject: RE: DSRA all-hands 5/13

Theresa,

I would be glad to attend. I hope to be able to attend such meetings for all the
opportunity. Thanks for the invitation.

divisions, so this is a good

Joe

From: Clark, Theresa
Sent: Wednesday, March 31, 2010 2:10 PM
To: Williams, Joseph
Subject: DSRA all-hands 5/13

Joe,

I'm wondering if you are available to come speak at our division all-hands meeting the morning of May 13 about
your role as differing views champion, what that means, how you can help us, how it relates to the safety culture
survey, etc. It doesn't have to be long, but I think it would be really useful to the staff. I think it also helps us with
one of the safety culture survey follow-up actions. What do you think? Please let me know if you're available, and I'll
send the appointment and we'll coordinate more later. Thanks!

Theresa Valentine Clark
Technical Assistant
Division of Safety Systems and Risk Assessment
U.S. NRC Office of New Reactors
T-10F1O 1301-415-4048
Theresa.Clark@nrc.gov /\j9
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Williams, Joseph

From:
Sent:
To:
Cc:
Subject:

Categories:

Jasinski, Robert
Wednesday, April 07, 2010 10:53 AM
Thomas, Ann
Williams, Joseph
ACTION: RO Differing Views Champion

Red Category

Ann:

Of interest for an upcoming issue of the award-winning NRC Reporter. Many thanks.

http://nrrl O.nrc.gov/NRO/news/article.cfm?newsid=20100115
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Williams. JoseDh
w W I

From:
Sent:
To:
Subject:

Rivera-Varona, Aida
Thursday, April 08, 2010 1:52 PM
Williams, Joseph
RE: REQUEST: Differing Views Presentation

Categories: Red Category

Great! Thanks! I will do.

Aida

From: Williams, Joseph
Sent: Thursday, April 08, 2010 1:45 PM
To: Rivera-Varona, Aida
Subject: RE: REQUEST: Differing Views Presentation

Aida,

DSRA has asked me to do a presentation for them later that same week, so that should be fine. Can you
send me a calendar appointment?

Thanks.

From: Rivera-Varona, Aida
Sent: Wednesday, April 07, 2010 4:15 PM
To: Williams, Joseph
Subject: REQUEST: Differing Views Presentation

Hi Joe,

As part of the DCIP safety culture action plan, we have an action to provide the staff a refresher training on NCP and
DPO processes. Since you were recently selected as the NRO Differing Views Champion, would it be-possible for you
to come to our next All-Hands Meeting and provide a short presentation to the staff?

We have the All-Hands Meeting scheduled for May 11 from 2:00 - 4:00 pm.

I will appreciate if you could let me know if you could support this.

Thanks!
Aida

Aida Rivera-Varona
Technical Assistant
Division of Construction, Inspection

and Operational Programs
Office of New Reactors

301-415-4001 Aida.Rivera-Varona@ nrc.gov

/
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Williams, Joseph

From:
Sent:
To:
Subject:

Johnson, Debby
Friday, April 09, 2010 2:10 PM
Williams, Joseph
OCWA training

Categories: Red Category

Joe,

Mike Johnson mentioned again that he would like to offer OCWA training for the NRO BCs like the
overview that Lisa Marie Jarriel conducted for the Senior Leaders last fall. From memory, you were going
to contact her to learn more about the training. Any update? The HCT periodically holds BC training
sessions, and we'd like to learn a little more about this training before we block off time. Renee Pederson
presented a DPO overview last year, so Ramona wants to make sure that Lisa Marie's version is different.

Thanks,

Debby
415-1415

i
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Williams, Joseph

From:
Sent:
To:
Subject:

Clark, Theresa
Monday, April 12, 2010 5:30 PM
Cooper, Carolyn; Williams, Joseph
info for 5/13 NRO/DSRA all-hands

Categories: Red Category

Carolyn and Joe,

I just wanted to touch base with you briefly since our May 13 NRO/DSRA all-hands meeting is a month away. Thank
you for agreeing to speak! As a reminder (you should also have an appointment): it's in the Commissioners'
conference room from 10:00-11:30 on May 13.

I have pasted the tentative agenda below. Please let me know if you would like any changes to this schedule (more
time, go last, etc.). Also, please send me your slides (if any) by May 12 so I can load them on the computer. You
should plan to speak for about half of the time and leave time for questions.

0

0

0

0

10:00-10:15

10:15-10:40
10:40-11:00
11:00-11:30

Introductory Remarks and Staff Recognition (Charlie Ader)
FAC-COTR Contract Training Requirements (Carolyn Cooper)
NRO Differing Views Champion (Joe Williams)

"State of the Division" / Discussion with Management (Charlie Ader & Mark Lombard)

Let me know if you have any questions. Thanks!

Theresa Valentine Clark
Technical Assistant
Division of Safety Systems and Risk Assessment
U.S. NRC Office of New Reactors
T-OF10O 1301-415-4048
Theresa.Cla rk@ nrc.gov

Y/
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Williams, Joseph

From:
Sent:
To:
Subject:

Johnson, Debby
Monday, April 19, 2010 2:27 PM
Williams, Joseph
RE: Introduction at May 6 PMDA staff meeting

Categories: Red Category

Great! Will do.

From: Williams, Joseph
Sent: Monday, April 19, 2010 2:19 PM
To: Johnson, Debby
Subject: RE: Introduction at May 6 PMDA staff meeting

Debby,

That date is clear for me, so I'll be glad to do a presentation. I'm already on the hook to talk to DCIP and
DSRA the following week, so it will a good excuse to get something put together.

Can you send me a scheduler?

Thanks.

Joe

From: Johnson, Debby
Sent: Monday, April 19, 2010 2:17 PM
To: Williams, Joseph
Subject: Introduction at May 6 PMDA staff meeting

Joe,

Hope everything's going smoothly. We would like to invite you to introduce yourself and give a brief
overview of your new NRO Differing Views Champion role at the May 6 PMDA staff meeting, which is
scheduled from 10-11. You wouldn't have to attend the entire meeting, so let me know if you have 15
minutes free to join us.

Thanks,

Debby
415-1415

/
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Williams, Joseph

From: Williams, Joseph
Sent: Thursday, April 29, 2010 10:20 AM
To: Dehn, Janine
Subject: RE: NRO Office Instructions

Categories: Red Category

That's perfect. I plan to include it in a list of processes which are part of an open and collaborative work
environment in the presentations I'm going to be giving to the divisions.

From: Dehn, Janine
Sent: Thursday, April 29, 2010 10:16 AM
To: Williams, Joseph
Subject: RE: NRO Office Instructions

Yes, it's been assigned to me. I've done a really rough draft and hope to get it done sometime in May.

From: Williams, Joseph
Sent: Thursday, April 29, 2010 9:57 AM
To: Dehn, Janine
Subject: NRO Office Instructions

Janine,

NRO-ADM-1 00 refers to a number of times to a corrective action procedure, NRO-ADM-1 07, which
apparently does not yet exist. Has someone been assigned responsibility for completing this procedure? If
so, do you know when it is expected to be in place?

Thanks.

Joe
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Williams, Joseph

From: Johnson, Debby
Sent: Thursday, April 29, 2010 8:13 AM
To: Gusack, Barbara
Cc: Bouling, Ramona; Schum, Constance; Williams, Joseph
Subject: RE: Reminder: 2009 NRC OIG Safety Culture & Climate Survey Project Debrief Details

Categories: Red Category

Yes, I'll be attending.

From: Gusack, Barbara
Sent: Wednesday, April 28, 2010 6:49 PM
To: Johnson, Debby
Cc: Bouling, Ramona; Schum, Constance
Subject: FW: Reminder: 2009 NRC OIG Safety Culture & Climate Survey Project Debrief Details

Are you attending?

Barbara K. Gusack, Director
Program Management, Policy Development,

& Analysis Staff
Office of New Reactors
U.S. Nuclear Regulatory Commission
301.415.6054

From: Jasinski, Robert
Sent: Wednesday, April 28, 2010 4:35 PM
To: Johnson, Debby; Gusack, Barbara; Schum, Constance
Cc: Usilton, William
Subject: FW: Reminder: 2009 NRC OIG Safety Culture & Climate Survey Project Debrief Details

FYI

From: Rakovan, Lance
Sent: Wednesday, April 28, 2010 4:19 PM
To: Bellosi, Susan; Browder, Rachel; Brown, Milton; Cave, Christine; Dabbs, Bill; Dyer, Jim; Golder, Jennifer; Greene,
Kathryn; Haney, Catherine; Harrington, Holly; Hopkins, Rhonda; Horn, James; Ibarra, Jose; Jefferson, Steven;
Landau, Mindy; Maxin, Mark; Medina, Veronika; Pedersen, Renee; Powers, Dana; Rakovan, Lance; Rihm, Roger;
Samaddar, Sujit; Schaeffer, James; Shane, Raeann; Solorio, Ilka; Stewart, Sharon; Tracy, Glenn; Walker, Tracy;
Werner, Greg; Widmann, Malcolm; Williams, Barbara; Williams, Evelyn; Widmayer, Derek; Le, Hong; Lorson,
Raymond; Green, Jamie; Johnson, Debby; Williamson, Linda; Abraham, Susan; Hackworth, Sandra; McLaughlin,
Terri; Stewart, Sharon; Rasouli, Houman; Lyons, James; Gamberoni, David; Bartley, Jonathan; Lara, Julio; Heck,
Jared; Staub, Janet; Browder, Rachel; Lantz, Ryan; Cai, June; Ibarra, Jose; Gerke, Laura; Flack, Jennifer; Corbett,
James; Hopkins, Rhonda; Deegan, George; Golder, Jennifer; Horn, James; Ficks, Ben; Johnson, Joanne; Rough,
Richard; Shnayder, Yana; McAndrew, Sara; Ferkile, Andrea; Zane, Steven; Schwartz, Maria; Sosa, Belkys; Barkley,
Richard; Walker, Tracy; Keefe, Molly; Adelstein, Patricia; Bladey, Cindy; Bonaccorso, Amy; Culp, Lisa; Ellmers, Glenn;
Gibney, Lisa; Gold, Meg; Goldberg, Francine; Greenwood, Carol; Hayden, Elizabeth; Jasinski, Robert; Joosten, Sandy;
Kellar, Ray; Loyd, Susan; Montes, David; Mroz (Sahm), Sara; Ryan, Michelle; Sail, Basia; Salter, Susan; Steger
(Tucci), Christine; Thomas, Ann; Virgilio, Rosetta; Woodruff, Gena; Dehn, Jeff; Dapas, Marc; Dean, Bill
Cc: Foster, Vicki; Steinberg, Michael
Subject: Reminder: 2009 NRC OIG Safety Culture & Climate Survey Project Debrief Details

220



*Just a reminder that the debrief with ISR on the 2009 NRC OIG Safety Culture & Climate Survey is coming
up on Thursday, May 13 th from 1:30 - 3:30 EDT. Please note that we have changed the location from
03B4 to T2B1 to allow more staff to (comfortably) participate.

If you plan to participate (and have not already informed me), please let me know and if so, also let me
know how you intend to participate.

Thanks,

-Lance

If I have missed anyone who has been involved with publicizing the survey or taking action on the results,

please forward this to them.

I wanted to share some additional information about the upcoming debrief with ISR.

We have reserved 03134 T2B1 from 1:00 - 3:00 eastern time on May 13th for the meeting. As there is
obviously limited space in that room, we have set up videoconferencing from all regions and non-WFN HQ
locations. We have also established a teleconference line for the meeting (1-888-455-3052, passcode
38266) as well.

The purpose of the debrief with ISR is as follows:

* To hear about and share with the group any problems staff encountered with reading,
understanding and prioritizing results after the Results to Action Workshops. Any recommendations
for improvement?

" To hear about and share any issues staff had in data analysis within the reports. Any
recommendations on improvement for the data analysis portion of the post survey process?

* To hear about and share with the group the experience staff had in communicating results to their
leadership teams. How did the leadership teams address the issues and how were actions
determined?

* What were the resulting actions taken in response to identified issues?

• To identify strengths and opportunities for improvement for the post survey process and capture
recommendations for any required changes.

Please RSVP back to me if you plan to participate and let me know how you intend to participate when you
do (in 0334 T2B1, by VTC or by phone).

I will pass along any additional information I receive. Please let me know if you have any questions.

Thanks!

-Lance
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Williams, Joseph

From: Tracy, Glenn
Sent: Friday, April 30, 2010 10:34 AM
To: NRO Distribution
Subject: INVITATION TO PARTICIPATE IN COMMUNITY CENTER INITIATIVE
Attachments: COMMUNITY CENTER INITIATIVE.PPTX

Categories: Red Category

NRO Colleagues,

We are undertaking a new initiative to promote varied activities among staff to reinforce the newest
office vision of fun. Some of you may have already heard about the creation of a place (which we hope
to call a "Community Center") to sponsor a range of activities. Several staff members from DCIP have
already met and discussed different concepts and options on how this initiative could be implemented.
Currently, the "Community Center" is envisioned as a place to allow staff to share talents, coordinate
external functions, distribute table and lawn games, and enhance intra and interoffice relationships.
The NRO Community Center could organize interdivisional and interoffice sports, develop a bike club,
develop a book exchange, and advertise golf or craft lessons by skilled staff, as a start. Information on
the activities would be accessible on the NRO webpage. The focus of the Center would be during staff
lunch periods, office/division/branch-wide functions, and beyond NRC work hours.

We are reaching out to all NRO staff and asking for representation from each Division to work on this
new initiative. Your division leadership is fully aware and supportive of this activity.

Attached are some of the basic ideas we have developed and would like to build on.

If you are willing to become part of this initiative, please email your name to Aida Rivera-Varona at
Aida.Rivera-Varona@nrc.eov. We will be sending you additional information for our next meeting. After
developing these ideas, we would then develop a formal action plan and obtain buy-in from key agency
stakeholders. Thanks for making NRO a great place to work. Glenn
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NEW INITIATIVE:
NRO COMMUNITY CENTER



ACTIVITIES TO BE CONSIDERED

o Lawn and table games

o Mind expansion - Creative, mental challenges
(puzzles, discovery center games)

o Fitness/sports activities

o Book exchange/club

o Foster the sharing of extracurricular talents
among staff

o Create team building exercises



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY

OFFICE ACTION PLAN FOR NRO- FY 2010 Q2 Update

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change A!
SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflictinQ prioritization of work, supervisory chancles) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
* Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
* Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Communicate context for metrics to improve the staffs Division Directors
understanding of the relevance and benefits to them: "How do w/ support from
metrics help me do my job." PMDNPBST

* Review NRO Operating Plan at:

-Division All-Hands meetings and 1/4/2010 6/30/2010 6/30/2010

-NRO All Supervisors meeting 1/4/2010 6/30/2010 5/26/2)10

2) Prioritization of workload, including plans for staffing and Significant challenge due to
contracting. the dynamic situation

* Continue subprogram approach for resources 12/1/2009 Ongoing DNRL/DCIP/ARP surrounding new and
(Licensing, Oversight, Advanced Reactors) advanced reactors.

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input

from DCIP/ARP

Critical skills identified and
" Identify critical skills needed for projected workload for 1/5/2010 9/30/2010 PMDA w/ input discussed at April NRO SES

FY 2012 from divisions retreat. Closure strategies
currently being developed.

3) Develop a management tool for Branch Chief rotations to 2/1/2010 7/30/2010 PMDA/PHCT Proposed checklist being
facilitate continuity in the leadership and direction of the branch. finalized. Developed by NRO

working group.

04/30/2010

~6.
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Define role of NRO Open and Collaborative Work 1/15/2010 3/15/2010 3/1/2010 DCIP w/ input Joseph Williams named as
Environment (OCWE) Champion and name first Champion. from NRO SES first NRO OCWE Champion

by management.

Announced to NRO staff via
current news item on
webpage 4/1/2010.

2) Require periodic training for management and staff on NCP NRO OCWE Finalization of MD 10.158 to
and DPO processes. Champion ensure that training is

accurate.

* Raise awareness of OCWE Champion at Division All- 3/15/2010 First Have presented to DCIP,.
Hands meetings available PMDA, DSRA, and NRO BCs.

* Develop & provide training for managers and 3/15/2010 6/30/2010 7/14/2010 "Safely Speaking for
supervisors on OCWE. and then Managers" led by OE-

periodically Lisamarie Jarriel
3) Conduct team building activities at various levels. NRO Managers NRO Director attended May

NRO NSPDP meeting to
* Periodically invite management to branch/division 1/4/2010 Ongoing greet new program

meetings to increase familiarity with staff participants.

• Occasionally hold fun activities (i.e. penny wars) 11/8/2009 Ongoing NRO "Tropical Day" kicked off
summer on June 21, 2010.
Aligned with NRO Community
Center initiative.

Tap insights gained from: NRO OCWE Focus group insights
Champion distributed to NRO SES in

* OE-led focus groups 12/17/2009 6/30/2010 6/15/2010 June.
NRO facilitated discussions to
be scheduled once OE's

* NRO facilitated discussions 12/16/2009 9/30/10 contract is in place.

04/30/2010 Office Action Plan for NRO Page 2
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IS

3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

" Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Develop Safety PM handbook to enhance knowledge 2/1/2010 9/30/2010 DNRL NRO PM Handbook Team
transfer and standardization among branches formed in June.

2) Track percentage of cancelled courses quarterly and 1/4/2010 Ongoing PMDA w/ input Requested that HR develop a
understand reasons for cancellation (workload, illness, etc.) from HR standardized report in ILearn.

3) Align performance reviews with identification of 1) training Link to HR's Performance
needs and 2) individual development plans. management "Best Practices"

page was forwarded to NRO
Develop checklists for supervisors and employees for 2/1/2010 4/1/2010 3/18/2010 PMDA supervisors, and added to the
use when preparing for performance discussions that discussion at NRO Human Capital
include reminders about training and IDPs. NRO HC webpage.

Forum
4) Hold NRO's annual training call in November to incorporate 9/1/2010 Ongoing NRO Divisions
recommended training for employee development that is
discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

* Finalize MD 10.158, with enhancements and publicize final procedure.
* Develop mandatory periodic training on NCP and DPO processes via ILearn and ensure that office training is aligned with agency training.
* In addition to supporting the agency-wide focus groups and tapping insights gained them to inform office next steps, NRO requests a

facilitated discussion specific to NRO to determine why positive responses were lower with GG-1/12 staff.

04/30/2010 Office Action Plan for NRO Page 3



Williams, Joseph

From: Johnson, Michael
Sent: Sunday, May 02, 2010 11:32 AM
To: Tracy, Glenn; Holahan, Gary
Cc: Johnson, Debby; Williams, Joseph; Rivera-Varona, Aida; Bernal, Sara
Subject: RE: Updated NRO Results to Action Plan

Categories: Red Category

Thanks Glenn. This is an area that has me continued interest.

From: Tracy, Glenn
Sent: Friday, April 30, 2010 11:18 AM
To: Johnson, Michael; Holahan, Gary
Cc: Johnson, Debby; Williams, Joseph; Rivera-Varona, Aida; Bernal, Sara
Subject: FW: Updated NRO Results to Action Plan

FYI - Mike, Met with Debby and Joe yesterday to go over status and also discuss details for NRO's special
focus groups activities coordinated with OEDO. We will be developing a brief overview of the focus groups
goals wrt GG1-1 and GG11-12. Debby will brief you and doing great work as always. Joe is so well
engaged on Differing Views Champion, which I would like to rename to Collaborative and Open Work
Environment Champion at some time. He is meeting with divisions and has a nice set of slides developing.
BTW, interestingly, when one pursues the data, the possible less -positive remarks COULD be from

NSPDPrs, vice admin folks. Thus, the focus groups will be divided into admin and NSPDP groups to
ensure we get the real scoop regarding any improvements. Again, great job by the team leadership.

From: Johnson, Debby
Sent: Friday, April 30, 2010 10:18 AM
To: NROWebServices Resource
Cc: Williams, Joseph; Tracy, Glenn; Holmes, Beverly; Bouling, Ramona
Subject: Updated NRO Results to Action Plan

Luc/Sue,

The updated NRO Results to Action Plan is attached. The original plan is under the "Plans" tab on the
NRO homepage. We would like to post a current updated version each quarter, and have the previous
versions pulled off and kept in an archive file so that we could refer to them if needed. Please let me know
if you have any questions or suggestions regarding an easier way to do this.

Thanks,

Debby
415-1415



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY
OFFICE ACTION PLAN FOR NRO

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflicting prioritization of work, supervisory changes) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
* Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
* Address the balance of work quality and work productivity (timeliness).
* Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Communicate context for metrics to improve the staff's Division Directors
understanding of the relevance and benefits to them: "How do w/ support from
metrics help me do my job." PMDA/PBST

* Review NRO Operating Plan at:

-Division All-Hands meetings and 1/4/2010 6/30/2010

-NRO All Supervisors meeting 1/4/2010 6/30/2010

2) Prioritization of workload, including plans for staffing and Significant challenge due to
contracting. the dynamic situation

* Continue subprogram approach for resources 12/1/2009 Ongoing DNRL/DCIP/ARP surrounding new and
(Licensing, Oversight, Advanced Reactors) advanced reactors.

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 9/30/2010 DNRL w/ input
from DCIP/ARP

* Identify critical skills needed for projected workload for 1/5/2010 9/30/2010 PMDA w/ input
FY 2012 from divisions

3) Develop a management tool for Branch Chief rotations to 2/1/2010 6/30/2010 PMDA/PHCT
facilitate continuity in the leadership and direction of the branch.

April 12, 2013 Office Action Plan for NRO Page 1
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Define role of NRO Differing Views Champion and name 1/15/2010 3/15/2010 3/1/2010 DCIP w/ input Joseph Williams named as
first Champion. from NRO SES first NRO Differing Views

Champion by management.

Announced to NRO staff via
current news item on
webpage 4/1/2010.

2) Require periodic training for management and staff on NCP NRO Differing Finalization of MD 10.158 to
and DPO processes. Views Champion ensure that training is

accurate

* Raise awareness of Differing Views Champion at 3/15/2010 First
Division All-Hands meetings available

* Develop & provide training for managers and 3/15/2010 6/30/2010
supervisors on Open & Collaborative Working and then
Environments periodically

3) Conduct team building activities at various levels. NRO Managers

* NRO front office quarterly brown bag lunches with new 1/4/2010 Ongoing
employees, their supervisors, and interested staff

* Periodically invite management to branch/division 1/4/2010 Ongoing
meetings to increase familiarity with staff

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 Ongoing

4) Tap insights gained from OE-led focus groups and 12/17/2009 Ongoing NRO Differing
NRO facilitated discussion to inform office next steps. Views Champion

April 12,2013 Office Action Plan for NRO Page 2



3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

" Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

" Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Develop Safety PM handbook to enhance knowledge 2/1/2010 9/30/2010 DNRL
transfer and standardization among branches

2) Track percentage of cancelled courses quarterly and 1/4/2010 Ongoing PMDA w/ input
understand reasons for cancellation (workload, illness, etc.) quarterly from HR

3) Align performance reviews with identification of 1) training Link to HR's Performance
needs and 2) individual development plans. management "Best Practices"

page was forwarded to NRO
Develop checklists for supervisors and employees for 2/1/2010 4/1/2010 3/18/2010 PMDA supervisors, and added to the
use when preparing for performance discussions that discussion at NRO Human Capital
include reminders about training and IDPs. NRO HC webpage. Will solicit

Forum feedback after mid-year
discussions.

4) Hold NRO's annual training call in November to incorporate 9/1/2010 Ongoing NRO Divisions
recommended training for employee development that is
discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

* Finalize MD 10.158, with enhancements and publicize final procedure.
* Develop mandatory periodic training on NCP and DPO processes via ILearn and ensure that office training is aligned with agency training.
• In addition to supporting the agency-wide focus groups and tapping insights gained them to inform office next steps, NRO requests a

facilitated discussion specific to NRO to determine why positive responses were lower with GG-1/12 staff.

April 12, 2013 Office Action Plan for NRO Page 3



Williams, Joseph

From: Rivera-Varona, Aida
Sent: Thursday, May 06, 2010 2:40 PM
To: Williams, Joseph
Cc: Tracy, Glenn
Subject: RE: Slides for DCIP Staff Meeting

Categories: Red Category

Thanks Joe!

Yes, we have everything reserved for the meeting. I will load the presentations to the laptop. You can let
me know if you have made a change, and I will definitely change the file for you. No problem with that.

Thanks again,
Aida

From: Williams, Joseph
Sent: Thursday, May 06, 2010 2:36 PM
To: Rivera-Varona, Aida
Cc: Tracy, Glenn
Subject: Slides for DCIP Staff Meeting

Aida,

Here are the slides I've drafted for the DCIP meeting next week. They are very similar to an earlier version
I gave to Glenn last week.

I don't expect to make any changes, but if something occurs to me, will I be able to change out a slide?

I assume I'll have a projector?

Let me know if you have any questions.

Joe
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Williai

From: Rivera-Varona, Aida
Sent: Thursday, May 06, 2010 2:44 PM
To: Williams, Joseph
Subject: RE: Slides for DCIP Staff Meeting

Categories: Red Category

Joe, Could you confirm if 15 minutes will be enough time for your presentation? Aida

From: Williams, Joseph
Sent: Thursday, May 06, 2010 2:36 PM
To: Rivera-Varona, Aida
Cc: Tracy, Glenn
Subject: Slides for DCIP Staff Meeting

Aida,

Here are the slides I've drafted for the DCIP meeting next week. They are very similar to an earlier version
I gave to Glenn last week.

I don't expect to make any changes, but if something occurs to me, will I be able to change out a slide?

I assume I'll have a projector?

Let me know if you have any questions.

Joe
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Williams, Joseph

From: Clark, Theresa
Sent: Wednesday, May 12, 2010 2:25 PM
To: Williams, Joseph
Subject: RE: Slides for DSRA Meeting

Categories: Red Category

Thanks, Joe! Just don't say on the first slide that you're happy to be talking to DCIP Q.

I think this will be very interesting for the staff. I've always been interested examples about past "differing views"
and how they were resolved (and how the people survived), so your last slide should be perfect in that respect. You
might even want to give more detail there, or maybe just if people have questions.

See you tomorrow! Your slides will be loaded up and ready. Your part will probably start around 10:45, but please
plan to be there by 10:30 or so in case things end quickly. Thanks again!

Theresa Valentine Clark
Technical Assistant
Division of Safety Systems and Risk Assessment
U.S. NRC Office of New Reactors
T-10F10 I 301-415-4048
Theresa.Clark@nrc.gov

From: Williams, Joseph
Sent: Wednesday, May 12, 2010 2:16 PM
To: Clark, Theresa
Subject: Slides for DSRA Meeting

Theresa,

Here are my slides for presentation at the DSRA meeting on Thursday morning. FYI, I gave this
presentation to DCIP yesterday, and was done in 15-20 minutes.

Let me know if you have questions.

Joe Williams
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/V0CWilliams, Joseph

From:
Sent:
To:
Subject:

Williams, Joseph
Friday, May 14, 2010 8:00 AM
Pedersen, Renee
Update to Summary of Closed DPO Cases

Categories: Red Category

Renee,

I have given a couple open and collaborative work environment presentations to NRO divisions. My
presentation includes a couple bullets describing cases where employees used NCP and DPO to change a
course of action. Staff have asked at each meeting for references where they can find additional
information on these successes, and I have directed them to the Team Player Success Stories, and the
closed DPO paqe. However, the DPO page doesn't show items newer than early 2008, and it doesn't
include the item described in the recent Reporter article. Is there a plan to update this page?

Thanks.

Joe

J
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NMWilliams, Joseph

From: Williams, Joseph
Sent: Friday, May 14, 2010 9:24 AM
To: Johnson, Debby; Tracy, Glenn
Subject: RE: safety culture division action plan closeouts

I agree. Tracking division activities at the division level gives greater flexibility to revise plans as needed.
Plus, I don't see a particular benefit of the additional overhead involved with reporting/tracking lower level
activities at the office level.

Joe

From: Johnson, Debby
Sent: Friday, May 14, 2010 9:20 AM
To: Tracy, Glenn; Williams, Joseph
Subject: FW: safety culture division action plan closeouts

Glenn/Joe,

I'd suggest that we formally track the office action items, and leave it to the divisions to track the division-
specific action items that could be included as accomplishments in the SES performance plans. Let me
know what you think, and then I'll respond to Theresa.

Thanks,

Debby
415-1415

From: Clark, Theresa
Sent: Thursday, May 13, 2010 4:55 PM
To: Johnson, Debby
Subject: safety culture action plan closeouts

Debby,

Is there some kind of mechanism you want for closing out items from our divisions' safety culture action plans? We
have three or so that are done, but I want to make sure that's recorded somehow that we can refer to later. Maybe
sending you a paragraph on each is the right thing. Let me know what you think is best. Thanks!

Theresa Valentine Clark
Technical Assistant
Division of Safety Systems and Risk Assessment
U.S. NRC Office of New Reactors
T-10F10 I 301-415-4048
Theresa.Clark@nrc.gov

J
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Williams, Joseph

From: Williams, Joseph
Sent: Tuesday, May 18, 2010 3:20 PM
To: Gartman, Michael
Subject: Human Resource Policy Training

Categories: Red Category

Mr. Gartman,

Bill Reckley suggested I contact you with a question I have regarding training in NRC's human resource
policies.

I have been assigned as "Differing Views Champion" for the Office of New Reactors, which is a position
created as part of the NRO action plan in response to the OIG Safety Culture Survey. In this assignment, I
expect to assist staff and management in efforts to address and resolve differing views arising through the
non-concurrence and Differing Professional Opinion processes. It is reasonable to expect that somewhere
along the line, I may face issues where having some working knowledge of the agency's human resource
policies would be helpful, so I would like to receive at least some introductory training on this topic.

Can you suggest to me appropriate training for this purpose, or tell me who else I can work with? I can be
reached at 415-1470 if you have questions.

Thanks very much.

Joe Williams
Senior Project Manager
Office of New Reactors

J
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AlOWilliams, Joseph

From:
Sent:
To:
Subject:

Williams, Joseph
Wednesday, May 19, 2010 6:36 AM
Rivera-Varona, Aida
RE: Highlight for the webpage

Categories: Red Category

Aida,

That's an excellent write up. I may have to steal some of those words somewhere down the line. ;-)

Joe

From: Rivera-Varona, Aida
Sent: Tuesday, May 18, 2010 3:53 PM
To: Williams, Joseph
Subject: Highlight for the webpage

Joe,

I am adding a highlight on the All-Hands meeting we had last week. I plan to include the sentence below
to describe your presentation. Please let me know if you have any comments.

Thanks!
Aida

Joe Williams, NRO Differing Views Champion and Senior Project Manager in the Advanced Reactor
Program, followed with a presentation on the differing views process. Joe described his role as the
process champion and offered to assist staff in communicating their issues. He emphasized that his role
will be to champion the process, not the specific views being expressed and pledged to do so in an
independent and unbiased manner. He also made a clear link between his new role as the champion of
the differing views process and the Agency's commitment to an Open Collaborative Work Environment.

Aida Rivera-Varona
Technical Assistant
Division of Construction, Inspection

and Operational Programs
Office of New Reactors
:•• 301-415-4001 I -41 Aida. Rivera-Varona@nrc.gov

/
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Williams, Joseph

From:
Sent:
To:
Subject:

Williams, Joseph
Thursday, May 20, 2010 10:38 AM
Ader, Charles
RE: THANK YOU FOR PARTICIPATING IN DSRA ALL HANDS

Categories: Red Category

Charlie,

It was my pleasure.

Joe

From: Ader, Charles
Sent: Thursday, May 20, 2010 9:21 AM
To: Williams, Joseph
Cc: Reckley, William; Mayfield, Michael; Tracy, Glenn; Lombard, Mark; Clark, Theresa
Subject: THANK YOU FOR PARTICIPATING IN DSRA ALL HANDS

Joe,

Thank you for participating in last week's DSRA All Hands meeting and describing your role as the NRO
Differing Views Champion. I believe the DSRA staff now have a much better understanding of your role as
a resource and process champion for them in support of maintaining and enhancing an open and
collaborative work environment in NRO and at the NRC.

Thanks again.

VP

186



A /VZDrWilliams, Joseph

From:
Sent:
To:
Subject:

Williams, Joseph
Monday, May 24, 2010 7:01 AM
Jasinski, Robert
RE: Many Thanks

Categories: Red Category

Bob,

Thanks very much. I'm very glad to hear people are receptive to what I'm saying.

Joe

From: Jasinski, Robert
Sent: Thursday, May 20, 2010 4:48 PM
To: Williams, Joseph
Cc: Tracy, Glenn; Gusack, Barbara
Subject: Many Thanks

Joe:

First of all, I miss having you as a neighbor down at my end of the hall!

Secondly, thanks for your informal and informative presentation this morning on your/NRO's Champion initiative.
From the feedback I received from my brethren, it was very well received by the PMDA team. Thanks, again.
Regards, Bob.
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AllWilliams, Joseph

From:
Sent:
To:

Tracy, Glenn
Wednesday, June 02, 2010 10:16 AM
Williams, Joseph; Johnson, Debby; Holahan, Gary; Johnson, Michael; Tappert, John;
Rivera-Varona, Aida
Re: Champion NomenclatureSubject:

Categories: Red Category

Please proceed, as I have already mentioned to both Mike and Gary. Tx

From: Williams, Joseph
To: Tracy, Glenn
Sent: Wed Jun 02 09:29:21 2010
Subject: Champion Nomenclature

Glenn,

You said you were planning to change the title of the Differing Views Champion to Open and Collaborative
Work Environment Champion. I think this is a good idea, so I want to know if everyone else up the line is
aligned on this change. If so, I plan to start using that nomenclature.

Thanks.

Joe

/
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Two positive overall themes

• NRC does high quality work, both for its
external and internal stakeholders

* NRC is a good place to work, with good pay
and good benefits, and interesting work

2



Six areas for improvement

1. While technical staff feel respected and valued,
administrative staff express concerns that they are
less respected than technical staff, both by
management and technical staff

2. Regional staff expressed a sense of being regarded
as "less than" headquarters staff, with less pay, less
support by management, and harsher performance
ratings.

3. Staff feels over-surveyed

3



Improvement, continued

4. The abundance of information vehicles makes it
difficult to determine what is or not important

5. Reluctance or fear to express differing views,
confusion regarding processes, lack of confidence in
effectiveness

6. Evaluation standards are vague, ratings and
feedback are inconsistent among offices and
divisions, and "outstanding" ratings are based on
quota and favoritism rather than performance

4



Administrative themes

• Feel less respected than technical staff (subjected to
noise, expected to clean up after parties, etc.)

* All-staff meetings are sometimes too technical for
them to understand

* Desire training on technical subjects related to their
bra nch/division/office

* Desire to be more a part of the agency mission

5



Communication

" Higher levels of management tend to provide "big
picture" views of policies and decisions, but not the
details needed to understand how those decisions
affect an individual's work.

" Providing information is not the same as
communicating, since true communication is a two-
way process.

* Effectiveness of communication depends on whether
Branch Chiefs are informed.
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Managerial changes

• Rotational supervisors do not have enough time to
establish open, trusting relationships with the staff

* Management changes can be difficult on quality,
particularly if the new manager has a different
approach to a product, or is going through a learning
curve on the subject matter

* Movement of managers, including rotations, is
challenging to formal and informal communications
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Barriers to high quality

" Shifting priorities

* Artificial deadlines to meet a metric
" Work schedules (i.e. NewFlex)
* Unrealistic promises to external stakeholders
* Lack of appropriate training or mentoring

• Administrative staff having to correct formatting on
complex technical documents when technical staff
try to format without adequate training
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Performance management

° Employees would welcome constructive feedback,
however the current perception is that a rating of
fully satisfactory or higher cannot include any
negative components, and a rating below fully
satisfactory is synonymous with failure.

° Managers said that they avoid including critical
information on reviews, as they could cause
unforseen advancement implications

9



OCWE

" Respondents felt that their Branch Chiefs were open
to innovation, but have limited authority to effect
change.

* There was considerable skepticism regarding the
"safety" of the processes. "Never do that again, talk
to me first."

" Lack confidence that raising issues can affect
outcomes

" Appears to be some confusion about processes

10



Recommendations
- Work with OE to schedule NRO-specific listening

session for GG-1/10 and GG-11/12 staff

* Continue actions specified in NRO Results to Action
Plan

0 Incorporate feedback from OE focus groups into
ongoing actions

- "Safely Speaking- for Managers" and OCWE
Champion training at NRO BC/TL training session on
July 14, 2010

NRO focus group:
49 invited
18 responded
5 confirmed
2 actually participated
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Williams, Joseph Z
From: Williams, Joseph
Sent: Monday, June 07, 2010 9:59 AM
To: Johnson, Debby
Subject: RE: Heads up: draft focus group report & other items

Categories: Red Category

That was my understanding. I expect to give a presentation similar to what I've been giving to the
divisions, but I need to give some thought to what areas I want to emphasize to the different audience (i.e.,
all supervisory vs. mostly staff).

From: Johnson, Debby
Sent: Monday, June 07, 2010 9:55 AM
To: Williams, Joseph
Subject: RE: Heads up: draft focus group report & other items

Okay, thanks. I wasn't sure when the change would occur, so I went with the old title. On a related note,
we're moving forward with the plans for the July 14 NRO BC/TL training session on OCWE. I'll keep you in
the loop as we proceed, but it looks like Lisa Marie will be running the majority of the session, correct?

From: Williams, Joseph
Sent: Monday, June 07, 2010 9:45 AM
To: Johnson, Debby
Subject: RE: Heads up: draft focus group report & other items

Debby,

Thanks for keeping me in the loop.

FYI, as of last week, my title is now Open and Collaborative Work Environment Champion, per Glenn's

request.

Joe

From: Johnson, Debby
Sent: Monday, June 07, 2010 9:43 AM
To: Cai, June
Cc: Williams, Joseph
Subject: RE: Heads up: draft focus group report & other items

Thanks, June. Would you please add Joe Williams to your distribution list? He's serving as NRO's
Differing Views Champion.

From: Cai, June
Sent: Thursday, June 03, 2010 7:41 AM
To: Gerke, Laura; Rakovan, Lance; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins,
Rhonda; Lorson, Raymond; Johnson, Debby; Moorin, Laurette; Williams, Evelyn; Abraham, Susan; Warner, MaryAnn;
Schwartz, Maria; McAndrew, Sara; Solorio, Ilka; Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Santiago, Patricia;
Talley, Sandra; Walker, Tracy; Bartley, Jonathan; Heck, Jared; 'Diaz, Juan'; Longmire, Pamela; Ward, Steven; Golder,
Jennifer; Delligatti, Mark
Cc: Landau, Mindy
Subject: Heads up: draft focus group report & other items
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Office safety culture contacts,

I want to give you a heads up that I will be providing you the draft agencywide focus group report around
June 14, for a 2 week review and comment period. I will consolidate any comments you have and provide
to the contractor. Also, we will be making this report available to the office directors and regional
administrators in the same time period, so I also wanted to make you aware of that.

A couple of other items:

-In July, after the final report is available, which should be in the early to middle part of the month, I'll be
holding a meeting for us to discuss the results and next steps.

-As you're working through your office action plans, if there are any experiences, insights, or products
(positives as well as lessons learned!), you'd like to share with me, please let me know. I am very
interested in hearing how these actions are going, and will use these to help inform activities going forward
in this area. Also, I will be on the look out for best practices that are worth expanding.

Thanks!

June
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Y/- 6ý;' Williams, Joseph

From:
Sent:
To:
Cc:
Subject:
Attachments:

Categories:

Johnson, Debby
Tuesday, June 15, 2010 3:30 PM
Lockhart, Denise
Rivera-Varona, Aida; Williams, Joseph
RE: ACTION: comments on draft focus group report
Fw: ACTION: comments on draft focus group report

Red Category

Denise,

Glenn has asked me to pulse the results to action team members and collect insights. Can you find a little
time on his schedule on Monday, June 21?

Thanks,

Debby

----- Original Message -----
From: Lockhart, Denise
Sent: Tuesday, June 15, 2010 2:54 PM
To: Johnson, Debby
Subject: FW: ACTION: comments on draft focus group report

Hi Debby

Can you verify who has this ticket?

Thanks Denise

----- Original Message -----
From: Rivera-Varona, Aida
Sent: Tuesday, June 15, 2010 2:40 PM
To: Lockhart, Denise; Shuaibi, Mohammed; Cheney, Valentina
Subject: RE: ACTION: comments on draft focus group report

Debby Johnson has been the lead for this effort with Joe Williams. Let's verify with them that they will be
responding to this action.

Thanks!
Aida

From: Lockhart, Denise
Sent: Tuesday, June 15, 2010 11:05 AM
To: Shuaibi, Mohammed; Cheney, Valentina; Rivera-Varona, Aida
Subject: FW: ACTION: comments on draft focus group report

Hi

Who will be assigned this ticket?

Thanks Denise

\' 
V I
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From: Correa, Yessie
Sent: Tuesday, June 15, 2010 10:56 AM
To: Lockhart, Denise; King, Shannon
Cc: Johnson, Debby; Rivera-Varona, Aida; Cheney, Valentina; Coates, Anissa; Berry, Lee; Holmes,
Beverly
Subject: FW: ACTION: comments on draft focus group report

RESEND to reflect the correct attachment. Please discard previous e-mail.

ACTION:

YT-2010-0094 - Final Draft NRC Report 6-11-2010 Protected Version

Assigned to: G. Tracy, DCIP and Debby Johnson, PMDA

Due Date: 06/25/10

Thanks,
NRO Correspondence Team

Yessie Correa,
NRO/PMDA/PIMT
415-6522
T-6 F19
[cid:image003.jpg@01CBOC79.5316A440]
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A/noWilliams, Joseph

From: Williams, Joseph
Sent: Friday, June 25, 2010 8:12 AM
To: Johnson, Debby
Subject: OCWE Training

Debby,

Here is a paragraph regarding OCWE training that you can use in the ticket response:

NRO recommends that training in open and collaborative work environment principles and
processes be incorporated into the required annual training for all employees, as well as part of
initial training for new employees. This training would contribute to consistent understanding of
management's OCWE standards and expectations, and give staff the necessary background to use
the available tools effectively. OCWE is an essential component of NRC's mission, so training on
this topic should be conducted on an equal footing with other required training.

Alternatively, the first line could read "NRO Director Mike Johnson recommends..." or similar wording.

Let me know if you have any comments.

Joe

Iw>
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Williams, Joseph

From: Shams, Mohamed
Sent: Wednesday, June 30, 2010 8:55 AM
To: Williams, Joseph
Subject: RE: OCWE Briefing for DE

Categories: Red Category

1 to 3 pm. Will get a specific time for your talk closer to the meeting. Thanks.

From: Williams, Joseph
Sent: Wednesday, June 30, 2010 8:52 AM
To: Shams, Mohamed
Subject: RE: OCWE Briefing for DE

Mohamed,

Will do. What time?

Joe

From: Shams, Mohamed
Sent: Wednesday, June 30, 2010 8:41 AM
To: Bergman, Thomas; Williams, Joseph
Cc: Dudes, Laura
Subject: RE: OCWE Briefing for DE

Joe -just to mark your calendar, our next all-hands is planned for 9/14.

From: Bergman, Thomas
Sent: Wednesday, June 30, 2010 8:38 AM
To: Williams, Joseph
Cc: Dudes, Laura; Shams, Mohamed
Subject: RE: OCWE Briefing for DE

Yes. We tried to have you this past one, but someone let you take leave. We've
asked they not let that occur again ;0)

From: Williams, Joseph
Sent: Wednesday, June 30, 2010 8:06 AM
To: Bergman, Thomas
Cc: Dudes, Laura; Shams, Mohamed
Subject: OCWE Briefing for DE

Tom,

As part of my role as NRO Open and Collaborative Work Environment Champion, I'm giving briefings to the
various divisions on the tools available to staff for raising differing views. Would it be practical to give a A
briefing on this topic during an upcoming DE all hands meeting? The presentation takes about 20-25
minutes, and I've typically had 5-10 minutes of questions.

Thanks. X,• I \
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Joe
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///,oWilliams, Joseph

From:
Sent:
To:
Cc:
Subject:

Flanders, Scott
Wednesday, June 30, 2010 8:47 AM
Williams, Joseph
Chokshi, Nilesh; Lauron, Carolyn
RE: OCWE Briefing for DSER

Categories: Red Category

Yes, I think our next all hands is scheduled for August. We will coordinate with you.

Thanks Scott

From: Williams, Joseph
Sent: Wednesday, June 30, 2010 8:04 AM
To: Flanders, Scott
Cc: Chokshi, Nilesh; Lauron, Carolyn
Subject: OCWE Briefing for DSER

Scott,

As part of my role as NRO Open and Collaborative Work Environment Champion, I'm giving briefings to the
various divisions on the tools available to staff for raising differing views. Would it be practical to give a
briefing on this topic during an upcoming DSER all hands meeting? The presentation takes about 20-25
minutes, and I've typically had 5-10 minutes of questions.

Thanks.

Joe

'Nj
I
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,. W;illiams, Joseph

From: Williams, Joseph
Sent: Wednesday, June 30, 2010 8:56 AM
To: Lauron, Carolyn
Subject: RE: OCWE Briefing for DSER

Categories: Red Category

"Open and Collaborative Work Environment Initiatives"

From: Lauron, Carolyn
Sent: Wednesday, June 30, 2010 8:54 AM
To: Williams, Joseph
Subject: RE: OCWE Briefing for DSER

Thanks! Scott responded that we'll add you to the agenda for August (I thought we changed it to
September).
I'll ask Aracelis Perez-Ortiz to send you the appointment once we confirm the date.

In the meantime, if you have a title ready for me to add to the draft agenda I put together, please let me
know.

Thanks again,
Carolyn

From: Williams, Joseph
Sent: Wednesday, June 30, 2010 8:51 AM
To: Lauron, Carolyn
Subject: RE: OCWE Briefing for DSER

Carolyn,

It is a briefing on OCWE processes and NRO initiatives arising out of the Safety Culture Survey. Some of
what I talk about is enhancements NRO is implementing, above and beyond agency processes.

Joe

From: Lauron, Carolyn
Sent: Wednesday, June 30, 2010 8:46 AM
To: Williams, Joseph
Subject: RE: OCWE Briefing for DSER

Hi-

I'll bring this up at this morning's meeting and get back to you.

We had a presentation by Renee Pedersen in October 2008. Her presentation may be viewed below:
http://nrrl 0. nrc.qov/NRO/nrooffice/dserhome/docs/ocwe-20081008. pdf

Is this an update or a periodic meeting that we should schedule regularly?

Thanks,
Carolyn
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From: Williams, Joseph
Sent: Wednesday, June 30, 2010 8:04 AM
To: Flanders, Scott
Cc: Chokshi, Nilesh; Lauron, Carolyn
Subject: OCWE Briefing for DSER

Scott,

As part of my role as NRO Open and Collaborative Work Environment Champion, I'm giving briefings to the
various divisions on the tools available to staff for raising differing views. Would it be practical to give a
briefing on this topic during an upcoming DSER all hands meeting? The presentation takes about 20-25
minutes, and I've typically had 5-10 minutes of questions.

Thanks.

Joe
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Williams, Joseph A7A-D
From:
Sent:
To:
Subject:

Williams, Joseph
Wednesday, July 07, 2010 9:21 AM
Johnson, Debby
RE: Daily: 3 New Items from Tuesday, July 6, 2010

Categories: Red Category

Yes. It should include my phone number (415-1470), location (T-6F40), and mail stop (T-6E4).

From: Johnson, Debby
Sent: Wednesday, July 07, 2010 9:01 AM
To: Williams, Joseph
Subject: RE: Daily: 3 New Items from Tuesday, July 6, 2010

Would you like to add your name and role to the item as we add it to the NRO homepage?

From: Williams, Joseph
Sent: Wednesday, July 07, 2010 8:55 AM
To: Johnson, Debby
Subject: RE: Daily: 3 New Items from Tuesday, July 6, 2010

(

Debby,

I saw it, and took a quick look at it. I think it would be good to have a link from our home page. Sometime
soon, I want to give some thought about putting together a page specific to NRO, as we've discussed.

Joe

From: Johnson, Debby
Sent: Wednesday, July 07, 2010 8:52 AM
To: Williams, Joseph
Subject: FW: Daily: 3 New Items from Tuesday, July 6, 2010

Joe,

FYI, in case you didn't see the announcement on the OCWE web page. If you'd like, we can ask
NROWebservices to add a link to the page from the NRO homepage. /
Thanks,

Debby

From: NRC Announcement [mailto:nrc.announcement@nrc.gov]
Sent: Tuesday, July 06, 2010 9:00 PM
To: NRC Announcement
Subject: Daily: 3 New Items from Tuesday, July 6, 2010

NRC Daily
Announcements %i-75 "AGE

OLDER AMERICANS MONTH 2013
Tuesday, May 7, 2013 -TWFN Auditorium -12:00 noon

-Tusa Jul 6,01 -- .Hedurer dto
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Security/Safety: OWFN New Lobby Project

'> Employee Resources: Open, Collaborative Work Environment Web Page

• Reminder: Event - NRC's 10th Annual Diversity Day Workshops

Security/Safety: OWFN New Lobby Project

The construction project to expand the main lobby of One White Flint North (OWFN) will start on
Friday, July 9, 2010. At that time, the existing OWFN main lobby entrance will be closed, and a
temporary wall will be constructed to seal the entrance. The Marinelli Road entrance, near the
public document room, at the rear of OWFN, will serve as the temporary main entrance until the
construction is completed. It will also serve as one of the primary emergency egress routes
for the first floor.

New emergency exit and directional signage will be posted as appropriate. The OWFN south
stairwell, near the NUREG Cafe, will continue to be used as an emergency exit route for Floors
2 through 18. Occupants must exit through the Link to Two White Flint North (TWFN) and out
the doors to the left or right, or continue through the Link to TWFN if the emergency does not
affect TWFN. The main lobby construction will have no effect on the north stairwell, which also
services Floors 2 through 18 and discharges occupants onto Marinelli Road, since it cannot be
accessed from the first floor. The Occupant Emergency Plan for the White Flint Complex will be
updated to reflect the temporary emergency evacuation routes.

When crossing Marinelli Road, employees are strongly encouraged to use the crosswalk at the
corner of Marinelli Road and Rockville Pike which is controlled by a traffic light. For safety
reasons, employees are cautioned against using the crosswalk near the rear of OWFN since it
is not controlled by a traffic light.

The contractor will be allowed to use a portion of the plaza directly in front of OWFN as a
construction site and storage area. This area will be fenced off and secured, and NRC staff
should not enter this area. Additionally, like other major construction projects, there will be
noise during demolition work and at times during construction of the new lobby. We appreciate
your patience and tolerance during such work activities. Employees affected by the noise
should discuss work schedule flexibilities, including telework options, with their supervisor.

If you have any questions, please contact Jack L. Finglass at 301-492-3662.

TOP (2010-07-06 00:00:00.0) View item in a new window

Employee Resources: Open, Collaborative Work Environment Web Page

The link to the new OCWE Web page is conveniently located on the NRC(&,Work home page
directly below the link to NRC Values under the Agencywide section.

Learn about what OCWE is, why it's important, and how we can put the "we" in OCWE.

For more information, contact Renee Pedersen, 301-415-2742.

TO0P (2010-07-06 00:00:00.0) View item in a new window
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Reminder: Event - NRC's 10th Annual Diversity Day Workshops

The Office of Small Business and Civil Rights, the Employees Welfare and Recreation
Association, and the EEO Advisory Committees are sponsoring NRC's 10th Annual Diversity
Day, July 8, 2010. In recognition of Diversity and Inclusion, SBCR will sponsor the following
workshops:

Socialization in T-7A1 July 6, 2010, from 12 noon - 1 p.m. presented by Kenneth M. Bailey,
SBCR

Perceptions and Stereotypes in T-7 Al July 7, 2010, from 12 noon - 1 p.m. presented by
Kenneth M. Bailey, SBCR

What is Your MicoTrigger in T-8 Al July, 8, 2010 from 12 noon -2 p.m. presented by Ivy
Planning Group, LL

Cultural Competency in T-8 A1 July, 8 2010, from 2:15 -4:15 p.m. presented by the National
Multiculture Institute

Each session is designed to increase awareness of factors which promote a better
understanding of Diversity & Inclusion and Diversity Management. Space is limited;
registrations will be on a first-come, first-served basis. The workshops on MircoTriggers and
Cultural Competency will be available to Headquarters employees, Headquarters offsite office
locations and the Regions through video teleconferencing. To register please send an e-mail to
AEDMPro.qrams.resource(•nrc.,ov.

ICA, (2010-07-06 00.00:00.0) View item in a new window

The latest Announcements are always on the NRC (EWORK Home Page.

Announcements by Date I Announcements by Category

Search Announcements: term term [Go]
Frequently Asked Questions About the NRC Daily Announcements Email
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY///'$
OFFICE ACTION PLAN FOR NRO- FY 2010 Q3 update

1) KEY AREA FOR IMPROVEMENT: Quality Focus / Workload & Support / Organizational Change

SUMMARY OF SURVEY RESULTS: NRO staff felt that the quality of their work was very good, but that various external factors (metrics,
conflictinq prioritization of work, supervisory chancies) increased their stress level and lessened their confidence in the final product.

OBJECTIVES:
* Identify and implement more effective tools for communicating expectations from management, feedback on performance, and rationales for

agency-wide decisions.
* Address the balance of work quality and work productivity (timeliness).
" Address staff concerns about frequent first-line supervisor moves. First-line supervisors are key players in effectively communicating with staff on

expectations, performance, safety culture, and OCWE issues.

ACTION STEPS: Targeted Targeted Actual Responsibility Comments
START END Completion Assigned To

Date Date Date
1) Communicate context for metrics to improve the staff's Division Directors
understanding of the relevance and benefits to them: "How do w/ support from
metrics help me do my job." PMDA/PBST

* Review NRO Operating Plan at:

-Division All-Hands meetings and 1/4/2010 6/30/2010 6/30/2010

-NRO All Supervisors meeting 1/4/2010 6/30/2010 5/26/2010

2) Prioritization of workload, including plans for staffing and Significant challenge due to
contracting. the dynamic situation

* Continue subprogram approach for resources 12/1/2009 Ongoing DNRL/DCIP/ARP surrounding new and
(Licensing, Oversight, Advanced Reactors) advanced reactors.

* Add Oversight and Advanced Reactor workload to EPM 12/1/2009 Ongoing DNRL w/ input
from DCIP/ARP

Critical skills identified and
" Identify critical skills needed for projected workload for 1/5/2010 9/30/2010 PMDA w/ input discussed at April NRO SES

FY 2012 from divisions retreat. Closure strategies
currently being developed.

3) Develop a management tool for Branch Chief rotations to 2/1/2010 7/30/2010 7/30/2010 PMDA/PHCT Developed by NRO working
facilitate continuity in the leadership and direction of the branch. group, and endorsed by NRO

HC Forum on 7/29/10.
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2) KEY AREA FOR IMPROVEMENT: Open and Collaborative Work Environment

SUMMARY OF SURVEY RESULTS: NRO staff is well aware of tools available for expressing differing views, but the office can improve
confidence in the effectiveness of those tools and the staff's comfort in expressing differing views with management.

OBJECTIVE: Place more emphasis on our OCWE communications and programs and emphasize all employees' connection with and contribution
to the mission.
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Define role of NRO Open and Collaborative Work 1/15/2010 3/15/2010 3/1/2010 DCIP w/ input Joseph Williams named as
Environment (OCWE) Champion and name first Champion. from NRO SES first NRO OCWE Champion

by management.

Announced to NRO staff via
current news item on
webpage 4/1/2010.

2) Require periodic training for management and staff on NCP NRO OCWE Finalization of MD 10.158 to
and DPO processes. Champion ensure that training is

accurate.

" Raise awareness of OCWE Champion at Division All- 3/15/2010 First Have presented to DCIP,
Hands meetings available PMDA, DSRA, and NRO BCs.

" Develop & provide training for managers and 3/15/2010 6/30/2010 7/14/2010 "Safely Speaking for
supervisors on OCWE. and then Managers" led by OE-

periodically Lisamarie Jarriel
3) Conduct team building activities at various levels. NRO Managers NRO Director attended May

NRO NSPDP meeting to
" Periodically invite management to branch/division 1/4/2010 Ongoing greet new program

meetings to increase familiarity with staff participants.

* Occasionally hold fun activities (i.e. penny wars) 11/8/2009 Ongoing NRO "Tropical Day" kicked off
summer on June 21, 2010.
Aligned with NRO Community
Center initiative.

072/00Ofc cio lnfrNOPg
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Tap insights gained from: NRO OCWE Focus group insights
Champion distributed to NRO SES in

" OE-led focus groups 12/17/2009 6/30/2010 6/15/2010 June.
NRO facilitated discussions to
be scheduled for late

* NRO facilitated discussions 12/16/2009 9/30/10 September.

3) KEY AREA FOR IMPROVEMENT: Training / Performance Management

SUMMARY OF SURVEY RESULTS: NRO staff felt that training and development discussions were not aligned with the performance management
process, and that training attendance was impacted due to workload and course availability.

OBJECTIVES:

* Emphasizing the Knowledge Management strategies related to capturing knowledge of retiring employees and others moving around the agency

e Evaluate the availability of training- both the availability of courses themselves and the ability of staff to free themselves up to take the training
ACTION STEPS: Targeted Targeted Actual Responsibility Comments

START END Completion Assigned To
Date Date Date

1) Develop Safety PM handbook to enhance knowledge 2/1/2010 9/30/2010 DNRL NRO PM Handbook Team
transfer and standardization among branches formed in June.

2) Track percentage of cancelled courses quarterly and 1/4/2010 Ongoing PMDA w/ input Requested that HR develop a
understand reasons for cancellation (workload, illness, etc.) from HR standardized report in ILearn.

3) Align performance reviews with identification of 1) training Link to HR's Performance
needs and 2) individual development plans. management "Best Practices"

page was forwarded to NRO
Develop checklists for supervisors and employees for 2/1/2010 4/1/2010 3/18/2010 PMDA supervisors, and added to the
use when preparing for performance discussions that discussion at NRO Human Capital
include reminders about training and IDPs. NRO HC webpage.

Forum
4) Hold NRO's annual training call in November to incorporate 9/1/2010 Ongoing NRO Divisions
recommended training for employee development that is
discussed during performance appraisals.

RECOMMENDED AGENCY-WIDE ACTIONS:

* Finalize MD 10.158, with enhancements and publicize final procedure.
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* Develop mandatory periodic training on NCP and DPO processes via ILearn and ensure that office training is aligned with agency training.
* In addition to supporting the agency-wide focus groups and tapping insights gained them to inform office next steps, NRO will be holding two

facilitated discussions specific to NRO to determine why positive responses were lower with GG-1/12 staff.

07/22/2010 Office Action Plan for NRO Page 4
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Williams, Joseph

From: Johnson, Debby
Sent: Wednesday, July 07, 2010 9:35 AM
To: NROWebServices Resource
Cc: Williams, Joseph; Tracy, Glenn
Subject: FW: Daily: 3 New Items from Tuesday, July 6, 2010

Categories: Red Category

NROWebservices,

Would you please add the information item and link about the OCWE web page to the current news section
on the NRO homepage? We'd like to add a second contact: Joseph Williams, NRO Open and
Collaborative Work Environment Champion. Joe can be reached at: phone number (301-415-1470),
location (T-6F40), and mail stop (T-6E4).

Thanks,

Debby
415-1415

From: NRC Announcement [mailto:nrc.announcement@nrc.gov]
Sent: Tuesday, July 06, 2010 9:00 PM
To: NRC Announcement
Subject: Daily: 3 New Items from Tuesday, July 6, 2010

NRC Daily OLDER AMERICANS MONTH

Announcements X,) "AGE Tuesday, May,, 2013. TWN Auditum 12:00

-Tusa Jul 6, 201 -- Heduatr Ediio

..> SecuritylSafety: OWFN New Lobby Project

e> Employee Resources: Open, Collaborative Work Environment Web Page

'> Reminder: Event - NRC's 10th Annual Diversity Day Workshops

Security/Safety: OWFN New Lobby Project

The construction project to expand the main lobby of One White Flint North (OWFN) will start on
Friday, July 9, 2010. At that time, the existing OWFN main lobby entrance will be closed, and a
temporary wall will be constructed to seal the entrance. The Marinelli Road entrance, near the
public document room, at the rear of OWFN, will serve as the temporary main entrance until the
construction is completed. It will also serve as one of the primary emergency egress routes
for the first floor.

New emergency exit and directional signage will be posted as appropriate. The OWFN south
stairwell, near the NUREG Cafe, will continue to be used as an emergency exit route for Floors
2 through 18. Occupants must exit through the Link to Two White Flint North (TWFN) and out
the doors to the left or right, or continue through the Link to TWFN if the emergency does not
affect TWFN. The main lobby construction will have no effect on the north stairwell, which also
services Floors 2 through 18 and discharges occupants onto Marinelli Road, since it cannot be
accessed from the first floor. The Occupant Emergency Plan for the White Flint Complex will b#
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updated to reflect the temporary emergency evacuation routes.

When crossing Marinelli Road, employees are strongly encouraged to use the crosswalk at the
corner of Marinelli Road and Rockville Pike which is controlled by a traffic light. For safety
reasons, employees are cautioned against using the crosswalk near the rear of OWFN since it
is not controlled by a traffic light.

The contractor will be allowed to use a portion of the plaza directly in front of OWFN as a
construction site and storage area. This area will be fenced off and secured, and NRC staff
should not enter this area. Additionally, like other major construction projects, there will be
noise during demolition work and at times during construction of the new lobby. We appreciate
your patience and tolerance during such work activities. Employees affected by the noise
should discuss work schedule flexibilities, including telework options, with their supervisor.

If you have any questions, please contact Jack L. Finglass at 301-492-3662.

(2010-07-06 00:00:00.0) View item in a new window

Employee Resources: Open, Collaborative Work Environment Web Page

The link to the new OCWE Web page is conveniently located on the NRC(,Work home page
directly below the link to NRC Values under the Agencywide section.

Learn about what OCWE is, why it's important, and how we can put the "we" in OCWE.

For more information, contact Renee Pedersen, 301-415-2742.

(2010-07-06 00:00:00. 0) View item in a new window

Reminder: Event - NRC's 10th Annual Diversity Day Workshops

The Office of Small Business and Civil Rights, the Employees Welfare and Recreation
Association, and the EEO Advisory Committees are sponsoring NRC's 10th Annual Diversity
Day, July 8, 2010. In recognition of Diversity and Inclusion, SBCR will sponsor the following
workshops:

Socialization in T-7A1 July 6, 2010, from 12 noon - 1 p.m. presented by Kenneth M. Bailey,
SBCR

Perceptions and Stereotypes in T-7 Al July 7, 2010, from 12 noon - 1 p.m. presented by
Kenneth M. Bailey, SBCR

What is Your MicoTrigger in T-8 Al July, 8, 2010 from 12 noon - 2 p.m. presented by Ivy
Planning Group, LL

Cultural Competency in T-8 Al July, 8 2010, from 2:15 - 4:15 p.m. presented by the National
Multiculture Institute

Each session is designed to increase awareness of factors which promote a better
understanding of Diversity & Inclusion and Diversity Management. Space is limited;
registrations will be on a first-come, first-served basis. The workshops on MircoTriggers and
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Cultural Competency will be available to Headquarters employees, Headquarters offsite office
locations and the Regions through video teleconferencing. To register please send an e-mail to
AEDMPrograms. resourceenrc..ov.

(2010-07-06 00.00:00.00) View item in a new window

The latest Announcements are always on the NRCOWORK Home Page.
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Once you have created the slides, please forward them to me via email. I am also interested in hearing if
there is other information pertinent to these topics that you have found during your review, or if you have
other insights to share. Given the short timeframe for this effort, I'll be obliged if you can provide the data
by mid-day, Tuesday, October 20.

Thanks very much for your assistance.

Joe Williams
Senior Project Manager
Advanced Reactor Program
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