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Firth, James

From: Cai, June De
Sent: Tuesday, July 28, 2009 7:53 AM
To: Sapountzis, Alexander/.5oto, Soly; Firth, James; Barnes, Valerie; Witt, Kevin; Klett, Audrey
Cc: Schoenfeld, Isabelle; Solorio, Dave
Subject: Chairman's goals - safety culture

Categories: Safety Culture

In case you have not seen it yet, the Chairman's list of goals that just came out has external safety culture

listed specifically:

httrp://www. internal. nrc.qov/Goals/index. html

Enhance external safety culture and NRC oversight of it.

0 Engage stakeholders and consolidate feedback on the safety culture policy statement. (short
term)

o Determine if the agency should develop some regulatory requirement beyond the policy
statement in this area. (medium term)

As additional FYI, internal safety culture is also mentioned:

Enhance internal safety culture.

o Implement Internal Safety Culture Working Group and IG recommendations. (short term)
o Consider the connection between internal safety culture and external safety-culture similarities

and differences. (short term)
o Seek opportunities to create awareness and training of staff at all levels of the agency, including

immediately after hiring. (short term)
o Develop measures to judge our effectiveness of this program in real time. (medium term)
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Firth. James

From: Cai, June 2 0 -

Sent: Tuesday, September 08, 2009 2:01 PM
To: Firth, Jamesj F•/i "
Subject: RE: Proposed seminars on safety culture [Suggestions/Feedback]

Categories: Safety Culture

Thanks for the suggestions! I'm incorporating most of them.
. . . . .. . . . . .. . . . .. . .. . . ... . ... . . . .... . .. ... . .... .. ........ . . .. . . . .... ... ... . . .. . . . . .... ... . . .. . .. ... . . .. .. .. .. . . . . . ...

From: Firth, JamesI f-5f'
Sent: Friday, September 04, 2009 2:05 PM
To: Cai, June
Subject: RE: Proposed seminars on safety culture [Suggestions/Feedback]

June,

I have attached some suggestions and feedback in the attached file (shown in redline/strikeout). I did not take
much time to refine wording, but wanted to get the general idea across. Some of the topic suggestions that I
have added may be incorporated into other topics.

I am repeating one item from the redline/strikeout feedback in the attached here. I do like the idea of
incorporating within the series, the sharing of experiences and lessons learned, so that the seminar series can
move us forward as well as providing the knowledge transfer.

You have the internal safety culture activity identified as part of an overview of various safety culture
activities. In addition to addressing it in this way, you may want to consider a more in-depth session on internal
safety culture, possibly getting into lessons learned and sharing of experiences of the different Offices (efforts
to maintain or improve the safety culture within particular Offices). This could be timely, given the forthcoming
release of the OIG safety culture survey.

- James

From: Cai, June _ C0, :
Sent: Monday, August 31, 2009 3:51 PM
To: Schwartz, Maria; Sapountzis, Alexander; Ibarra, Jose; Soto, Soly; Hernandez, Pete; Faria-Ocasio, Carolyn; Klett,
Audrey; Cheok, Michael; Franovich, Rani; Shoop, Undine; Boyle, Patrick; Keefe, Molly; Firth, James; Witt, Kevin; Casto,
Chuck; Barnes, Valerie; Lui, Christiana; Pangburn, George; Dorman, Dan; Holahan, Patricia; Tracy, Glenn; Jarriel,
Lisamarie
Cc: Solorio, Dave; Hilton, Nick; Sosa, Belkys; Carpenter, Cynthia
Subject: Proposed seminars on safety culture

All,

OE is planning to start a series of seminars on various safety culture topics, given the recent turnover in
several offices (including QE!) and the number of individuals new to the area. Attached is a proposed overview
of how the process would work and a list of initial topics. We are very interested in your suggestions in how to
make these the most useful. By Sept 1 1th, please provide your feedback on this proposal, input on the
suggested topics (including any specific topics you'd like to see), and other insights/ideas.

Feel free to forward this email to others you think may be interested. My list may not be inclusive of everyone
who works on safety culture areas in all the offices.



Rakovan, Lance

From:
Sent:
To:
Subject:
Attachments:

Landau, Mindy
Monday, September 14, 2009 12:15 PM
Rakovan, Lance; ElImers, Glenn; Rihm, Roger; Thomas, Ann
FW: Updated briefing sheet for EDO meeting
SLM 9 18 focus group proposal.doc

For your awareness on some of the plans for post-IG survey results. OE will be launching focus groups across
the agency (as part of its internal safety culture intiative) to delve deeper into office results/improvements.

From: Cai, June S-
Sent: Monday, September 14, 2009 11:26 AM
To: Desai, Binoy; Landau, Mindy; Adelstein, Patricia
Subject: FW: Updated briefing sheet for EDO meeting

Here's the final briefing sheet for Friday's meeting. Cindi has reviewed and I've made her changes. She plans
to distribute to the DEDOs in advance of the meeting.

June

From: Cai, June . -. .

Sent: Monday, September 14, 2009 11:25 AM
To: Carpenter, Cynthia
Cc: Hilton, Nick; Solorio, Dave; Schwartz, Maria
Subject: Updated briefing sheet for EDO meeting

Cindi,

Here's the updated briefing sheet on conducting the focus groups for Friday's EDO staff meeting. I made all
yourchanges.

Thanks

June
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Senior Leadership Meeting
Focus Groups Proposal for Follow-up on OIG Survey Results

9118109

Purpose
*:o Describe initiative and obtain feedback on OE proposal to conduct focus groups to have

a consistent approach to conducting an analysis of OIG Safety Culture and Climate
Survey results against Internal Safety Culture Task Force results (commitment to
Commission) and follow up on other issues identified in the survey results.

o Important note: this proposal is dependant on FY 2010 funding availability.

Strategy
4- OE will be the lead and hire a professional contractor with expertise in conducting focus

groups to facilitate the process. OE will coordinate closely with OEDO and HR.

4o Under OE oversight, contractor will conduct focus group discussions with a
representative sample of the agency to:

o Gather insight for supporting review of 2009 OIG survey results against Task
Force results and recommendations

o Based on office/region interest, follow up on office/group specific issues from the
survey results

+ The questions would include gathering insights on similarities and differences in the
results, understanding the reasons for trends noted, and further exploring
office/organization specific issues. Results would assist each region or office in the
development of region/office specific action plans, if desired.

o' Estimated number of total groups to be conducted across the agency, including all the
Regions, is between 20-35 groups, depending on level of interest from offices and
funding.

Advantages of agency wide focus _group approach:

4* Ability to "dig deeper' on issues, to assist in the formulation of effective agency-wide
and/or office specific action plans

+ Consistent technique used across offices/Regions, with professional facilitator
4* Efficiency - one comprehensive round of focus groups (reduce resources)
o Reduce potential for confusion and "focus group fatigue" among staff
o Customized service to offices/Regions for following up on specific trends/issues/interests
+ Consistent with agency expectations for licensee safety culture assessments

Next steps:
4+ When available, offices begin review of OIG survey results, with consideration of

potential issues that could be followed up during focus group discussions.

+ Once confirmation on funding is received, OE will set up contract and contact offices to
discuss the conduct of the groups and to coordinate office specific needs.

Questions? Sugqqestions?: June Cai, OE, 301-415-5192, *une.cai(cnrc.gov



Rakovan, Lance

From: Cai, June
Sent: Wednesday, September 16, 2009 9:56 AM
To: Rakovan, Lance
Subject: Result to action workshop for internal safety culture

Lance,

I just spoke to the IG about the results to action workshop and they recommended I contact you.

As you know, OE has a commitment to the Commission to do a comparison of the Internal Safety Culture Task
Force results/recommendations to the GIG survey results. Since the Task Force has officially ended, we're
now putting together a small group who would be doing the data analysis. I would like these individuals to be
able to attend the workshop so they learn how to go through the data.

Could you give us about 5-6 spots? Also, could you let me know the details of the training, such as

time/location, so I can let those people know and they can get it on their calendars?

Thanks!

June
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Firth, James

From:
Sent:
To:
Subject:

Attachments:

Firth, James, F5fk" ,E
Wednesday, September 30, 2009 3:54 PM
Schwartz, Maria ) O C
RE: Talking points and background docs for Chairman's upcoming INRA meeting [Slight
Revision]
Final Talking Points for internal and external SCjrf edits Rev 2.doc; Final Background
information for internal and external SC.jrf edits.doc I

Maria,

I did make some additional changes to my comments and suggestions on the talking points, includingt a
suggestion to include the draft definition in the talking points. I have also attached some
comments/suggestions on the background information.

- James

From: Schwartz, Maria
Sent: Wednesday, September 30, 2009 11:19 AM
To: Howard, Patrick; Klett, Audrey; Firth, James
Subject: Talking points and background docs for Chairman's upcoming INRA meeting

Audrey, James and Howard,

Please review the attached and provide any comments you might have. We were told to use this "question
format" for the talking points.

I will call each of you as well to discuss. Thanks for your quick turnaround.

Maria

Maria E. Schwartz
Office of Enforcement
U.S. Nuclear Regulatory Commission
(301) 415-1888

6
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Talking Points for External Safety Culture

4. NRC is continuing to increase the attention that is given to safety culture in the oversight
of NRC-licensed activities and is developing a safety culture policy statement which will
be applicable to all NRC-regulated industries. As part of this effort, the NRC will be
engaging with stakeholders to develop a common definition and set of high-level
description/traits for describing a strong safety culture which will provide the necessary
foundation for its application to all NRC-regulated activities. [Consider introducing the
inclusion of security and NRC (internal safety culture) here, even though it is elaborated
upon later.1

o Inquire as to whether other regulatory agencies have initiativeslactivities
focusing on the safety culture of their licensees. If so, what are they? Do
these initiatives/activities vary by type of licensee, or is there one approach
that is applicable to all licensees?

o Would such a policy statement be applicable to vendors of licensees? If
so, how would that be accomplished?

o Could s-uch initiativce inc-lude ru!m".ak.ng!?How have others incorporated
safety culture into their oversight activities? [I am not sure that the wording
is right for the audience and how U.S. rulemaking would translate to the
other countries; it could be included as an introductory phrase to the
question (e.g., The NRC may consider rulemaking to develop requirements
for safety culture,)].

e--rConsider adding a question that might elicit information about
how/whether safety culture is addressed in other industries and, if so, how
have they addressed the differences in those areas where there may be
overlapping regulation.1

- - ( Formatted: Bullets and Numbering I

0 Add a new bullet with the definition of safety culture in the draft policy statement. -. Formatted: Font: Bold, Italic, underline

" Formatted: Bullets and Numbering
Questions may include:

* Inquire as to any insights that the other regulatory agencies have on this definition of - Formatted: Bulleted + Level: 1 + Aligned at:
safety culture. 0.25" + Tab after: 0.5" + Indent at: 0.5'

* Inquire as to how other regulatory agencies view the approach of including security Formatted: Bullets and Numbering

within the definition of safety culture.

4- NRC is specifically:

1. Continuing to refine how safety culture is implemented in the Reactor Oversight
Process (ROP).

2. Incorporating safety culture considerations into its oversight of new reactors and fuel
cycle facilities. For new reactors, safety culture components, based on those developed
for the ROP, are being incorporated in the oversight process that is currently being
developed by the Office of New Reactors. For fuel cycle facilities, the Office of Nuclear
Material Safety and Safeguards (NMSS) is developing a revised Fuel Cycle Oversight
Process (FCOP), based on the ROP framework, and will be evaluating how to
incorporate safety culture considerations into the program development.

1



3. Obtaining additional stakeholder views on how the NRC can increase attention to
safety culture in the materials area where there is significant variability in the licensees
and their awareness of safety culture; and

4. Working to increase the attention given to safety culture in the oversight of the many
licensees that are regulated by Agreement States.

o Inquire as to whether other regulatory agencies which have initiated safety
culture activities extend these activities to all of the agency's regulated
activities or are focused, at least at this time, on a particular type of
activity.

o:o NRC views the focus on safety culture as an integral part of its efforts to ensure the safe
and secure use of radioactive material.

o Inquire about any lessons learned or best practices from their experience
in the oversight of safety culture that might translate to other Countries.,

" Inquire if, when other regulatory agencies which have initiated safety
culture activities, these include a focus on security as well. If so, do they
treat the areas of safety and security separately, or in an integrated way?

o. NRC will continue to review its oversight processes to identify additional changes and
refinements that may be appropriate to increase licensees' attention to safety culture.
After developing a final policy statement, the NRC will evaluate whether other changes,
such as changes to its regulatory requirements and programs, may be appropriate.
[Consider adding text to convey that this review may result in incorporating safety culture
considerations into the oversight of other materials licensees not included in the FLiel
Cycle Oversight Process.1

o Inquire as to whether other regulatory agencies which have initiated safety
culture activities have included procedures for identifying the agency's
need to modify/refine such activities, as appropriate.

o Inquire as to how other regulatory agencies considered factors such as.
risk and vulnerability in how they focused their efforts on safety culture?

o Inquire as to how other regulatory agencies considered factors such as the
size and complexity of the licensees' organization and the nature of their
activities when developing their approach to address safety culture.

Talking Points for Internal Safety Culture

o. In the past year, NRC chartered an Internal Safety Culture Task Force to identify
potential initiatives that could improve the agency's internal safety culture. After
conducting a number of data collection activities, the Task Force issued a report with a
set of results and recommendations, and implementation of all the recommendations is
underway.

o Inquire if other regulatory agencies have activities/initiatives related to their
internal safety culture. If so, what are they?

Formatted: Font: Not Bold

Formatted: Bullets and Numbering
J

F ormatted: Font: Not Bold

* Formatted: Bullets and Numbering-

Formatted: Font: Not Bold
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*° NRC's Office of the Inspector General conducts an independent Safety Culture and
Climate Survey approximately once every three years. After each survey, the agency
reviews the data and takes appropriate actions to address the results. The agency will
also be working to identify other potential measures of its safety culture.

o Inquire what processes other regulatory agencies use, if any, to monitor
and measure their internal safety culture.

o Request suggestions for potential measures that NRC should explore.

•. The 2009 Senior Executive Service Candidate Development Program (SES CDP) class
conducted a project to raise the awareness of and promote conformance with the
established NRC values.

o Inquire if other regulatory agencies have defined organizational values, or
similar concepts.

o If so, what are they, and how are they communicated to the workforce?

*. Acknowledge that the NRC has been working on communications and enhancements to
its regulatory programs related to the safety culture of its licensees for the past several
years. The safety culture policy statement that is being developed as described above,
once final, would apply to the NRC as well.

o Inquire if other regulatory agencies have interface and coordination
between their internal and external safety culture activities.

3



Barkley, Richard

From: Collins, Sam
Sent: Friday, October 02, 2009 6:03 PM
To: Walker, Tracy; Barkley, Richard
Cc: Dapas, Marc; Lew, David; Roberts, Darrell; Kinneman, John; Baker, Pamela; Matakas, Gina
Subject: FW: Safety culture seminar email
Attachments: Seminars Series on Safety Culture.doc

Tracy/Rich, pis. note and coordinate with other ongoing initiatives. Thanks, Sam

From: Carpenter, Cynthia
Sent: Friday, October 02, 2009 4:25 PM
To: Collins, Elmo; Collins, Sam; Dapas, Marc; McCree, Victor; Satorius, Mark; Pederson, Cynthia; Casto, Chuck; Miller,
Charles; Pangburn, George; Weber, Michael; Haney, Catherine; Zimmerman, Roy; Dean, Bill; Wiggins, Jim; Boger, Bruce;
Leeds, Eric; Johnson, Michael; Holahan, Gary; Sheron, Brian; Lyons, James
Cc: Mallett, Bruce; Virgilio, Martin
Subject: FW: Safety culture seminar email

With the recent increase in attention and interest in safety culture and the number of individuals in the agency
new to this area, the Office of Enforcement will be starting a series of seminars on various safety culture
topics. This initiative would facilitate knowledge transfer to interested staff and managers and build up the
agency's level of understanding and knowledge of safety culture. This is not intended to develop experts in
safety culture, but instead, a familiarization with external safety culture. When this was first conceived, we
intended to limit it to some of the headquarters staff who are working with external safety culture and the
oversight programs. However, as the word has been spread about these seminars and our efforts at
knowledge management, there appears to be a lot of interest in listening in on these seminars from many parts
of the agency.

I wanted to ensure you were aware of what we were planning to do, in order to be sensitive to your resource
needs and the time by your staff, and also, that we are receiving requests from staff in the various offices and
regions to listen in. This would be a service that we in OE, as the agency lead in safety culture, would provide
for the agency. The seminars will be open all staff and managers who are interested, on a voluntary basis.
These seminars would occur approximately once every 1-2 months, for about 2 hours.

Attached is an information sheet with more details, including topics to be covered.

The first session will be on Oct 29th from 1:30-3:30 Eastern in 06B4. Webinar will be set up for remote
participation. Those interested in attending should contact June Cai of my staff at iune.cai(kDnrc..qov, or 301-
415-5192.

Please distribute this information as appropriate. Since this is a new initiative, we are very interested in your
feedback and suggestions.

1



Seminars Series on Safety Culture

Overall vision: given the number of new individuals and the increasing amount of
attention to the safety culture area, the Office of Enforcement (OE) will be conducting a
series of seminars on different safety culture topics. This initiative would facilitate
knowledge transfer to interested staff and managers and build up the agency's level of
understanding and knowledge. This would be a service OE, as the agency lead in
safety culture, would provide for the entire agency. The seminars are open all staff and
managers who are interested, on a voluntary basis.

Method:
* Agency experts/leads in each topic area will give the presentation (OE will

schedule and coordinate)
" Frequency - approximately every 1-2 months
" Approximately 2 hours for each session, with time provided for open discussions

and Qs and As
0 Set up webinar so individuals in Regions and other locations can participate

remotely
* Consider recording sessions for knowledge management purposes

Initial set of topics:
" Overview of the concepts of organizational culture and safety culture

" History of NRC's activities in the licensee organizational and safety culture areas

* Safety conscious work environment - overview, relevant concepts such as
chilling effect

* Safety culture assessments
o Overview of process and purpose
o Discuss specific qualitative and quantitative assessment techniques in

terms of overview, strengths, weaknesses, etc.
* Survey
* Focus group
* Behavioral observation
* Document review
* Other techniques

* Overview of various agency safety culture activities
o Policy Statement and common terminology effort
o Reactor Oversight Process

* Overview of safety culture related changes
* Sharing of experiences/lessons learned in incorporating safety

culture changes
o Fuel Cycle Facilities

* Approach for addressing safety culture in revised oversight
process effort

o New Construction
* Approach for addressing safety culture in construction inspection

process



o Safety/Security interface
o Relevant enforcement cases

* Case examples (e.g., Alternative Dispute Resolution cases that
involved safety culture assessments)

o Internal safety culture activities
" Overview of Internal Safety Culture Task Force and 2009 OIG

Safety Culture and Climate survey results
" Status of implementation of recommendations and activities

Safety culture inspection activities
o Overview of different types of NRC safety culture inspection/assessment

types and activities
o Sharing of experiences and insights from the field by knowledgeable

inspectors/staff

Questions? Comments? Suggestions?

June Cai
Office of Enforcement
iune.cai@nrc.gov
301-415-5192



Cai, June

From:
Sent:
To:
Subject:
Attachments:

Cai, June 0c-.-.
Friday, October 30, 2009 2:52 PM
Leedom, James
RE: RFPA package for new contract
Focus group SOW.doc

Jim,

Here's the SOW. Please revise as needed. I understand the 11/23 start date is very soon. I had intended to
send this over sooner, but it took longer than I wanted to get my office director to sign (I'm sure you know how
that goes). I really appreciate your help on this one. As I mentioned, there is a lot of attention from the EDO
level on responding to the OIG survey results, and this will be part of that effort.

Here's the contact info:

Nhora Barrera Murphy I President & CEO
8720 Georgia Avenue, Suite 606, Silver Spring, Maryland 20910
Tel 301-565-0770 I Fax 301-565-0773 I http://www.themedianetwork.com

Thanks so much!

June

From: Leedom, James 4,t'n
Sent: Friday, October 30, 2009 12:50 PM
To: Cai, June
Subject: RE: RFPA package for new contract

June,

Please provide your SOW electronically. It looks good, but some changes need to be made. It's a little too
broad. Just an FYI, the 11/23/09 start date is a little too soon. I will try to make the date, but it's going to be
tough. Also, please provide POC info for the vendor.

Thanks

Jim

From: Cai, June (%...
Sent: Friday, October 30, 2009 12:33 PM
To: Venable, Claudette
Cc: Leedom, James
Subject: RFPA package for new contract

Claudette,

Please see attached RFPA package for setting up a new 8a contract.

James, this is the contract I mentioned to you a while ago.

1



Any questions, let me know.

Thanks for your help!

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai@nrc.gov
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CAi, June

From:
Sent:
To:
Subject:
Attachments:

Cai, June Oý-
Thursday, October 15, 2009 11:02 AM
Adelstein, Patricia
OIG survey initial impressions (2).doc
OIG survey initial impressions (2).doc

Patricia,

I was able to find the earlier version of this document. See the last section, specifically the last bullet. You see
I ask the question on who should have the lead on those additional organizational type/level issues.

Hope this helps.

June

N>
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OIG Safety Culture and Climate Survey 2009
Initial Impressions

Objectives:
o. Discuss initial impressions on OIG survey results
o:o Discuss next steps and lead for actions

1. General insights
•. Very positive results
o. High engagement and job satisfaction (similar to Internal Safety Culture Task

Force findings)
•. Extremely high response rate - ISR provided these reasons:

o Internal encouragement to participate
o Confidentiality
o Belief that agency will respond
o Upward communication ,

o. Recommend timely communications to reinforce - show appreciation for
employees providing their views AND discuss commitment from agency and
office level on taking actions to address results

o Balance celebrating positive results with acknowledging continuous focus
needed

o. Focus on continuous improvement and staying vigilant

2. Similarities to Internal Safety Culture Task Force results
Several areas showed improvements from previous surveys, but continued focus
needed:

• Differing views programs - knowledge of programs strengthened, but
effectiveness and explanation of resolution can be further improved

o. Negative reaction for using programs - improved but still some (12-15%) with
negative perceptions

• Focus on quality versus metrics/personal or political need - improved but still
significant area for improvement

• Knowledge capture from retiring employees - continue improvements
o. Lower scores from support offices and administrative staff

o Need to review data further
o Recommend focused attention on support offices with lower comparable

scores (e.g. OCFO, OIS, ADMIN) (although improved from last survey)
o Review previous action plans, from these offices and offices that had

significant improvements, to gain insights on what worked/what did not

3. Additional topics to consider for areas warranting attention
* Organizational change

o Need to review data further regarding concerns about future of nuclear
industry (improved communications need?)

o Supervisor turnover ("churn") - evaluate how to better explain reasoning
and benefits and potential tools for handling impact

o. Further engagement of senior management directly with staff - would support:
O Increase perception in management trust of judgment of staff

(empowerment)
o Improve comfort in expressing contrasting views with management



*o Consider new communication tools - e.g., updated format for EDO updates using
new IT tools?

o* Other issues to explore
o Being held to same standards of ethical behavior (need better

understanding of question interpretation)
o Encouraging innovation
o Support for attending training/availability of courses (particularly for admin

and support staff)
o GG-14 lower response rates on some questions
o Computer support systems (conflicting data from focus groups and survey

question)

4. What are the next steps? Who should take the lead in going forward?
*o Review survey results against Internal Safety Culture Task Force findings and

provide update to Commission in January 2010 (section 2 above - OE lead)
o. Offer focus groups to follow up on issues (OE lead)
o Actions needed for additional areas, i.e. those listed in section 3? Lead?



Cai, June

From: Cai, June 0
Sent: Friday, October 30, 2009 8:23 AM
To: Carpenter, Cynthia; Sosa, Belkys; Cash, Michael; Landau, Mindy
Subject: RE: Outline for Marty's SLM presentation (Fri meeting focus)
Attachments: Virgilio SLM presentation outline.doc

Good suggestion. I added your recommendations in the last section in this updated version. We'll use this

version with Marty for the meeting later today.

Thanks

June

From: Carpenter, Cynthia
Sent: Thursday, October 29, 2009 4:48 PM
To: Cai, June; Sosa, Belkys; Cash, Michael; Landau, Mindy
Subject: RE: Outline for Marty's SLM presentation (Fri meeting focus)
Importance: High

June

Under next steps, could you add something where Marty articulates how the information he presents should be
used during the SLM and how the results of the SLM will be used in the Internal Safety Culture Program?

Thank you.

From: Cai, June
Sent: Wednesday, October 28, 2009 2:47 PM
To: Carpenter, Cynthia; Sosa, Belkys; Cash, Michael; Landau, Mindy
Subject: Outline for Marty's SLM presentation (Fri meeting focus)

Per his request, we have a meeting with Marty Fri from 11-11:30 to discuss his expectations for his
presentation at the Nov Senior Leadership Meeting. I've put together the attached proposed outline. If you
have any changes or comments, let me know.

Regarding section 3, I'm putting together a more detailed plan for coordinating the agency response to the
survey results. Once we meet Fri with OEDO and HR and come to alignment on coordination, I'll share those
details with the staff involved to get their inputs. I'll be able to give Marty more details in this area when we
follow up with him on Nov 9, where we will be providing the presentation content to Marty and get his
comments.

Thanks

June

1
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Outline for November Senior Leadership Meeting Presentation
Internal Safety Culture

Speaker: Marty Virgilio
Time: Tuesday, November 1 7th, 2-2:45pm (following opening remarks by the EDO and
the Chairman)

Purpose: provide refresher on Internal Safety Culture Task Force results, information on
comparison with OIG survey results, and approach for next steps, in order to set the
context for the meeting.

1. Internal Safety Culture Task Force refresher
4- Brief overview of:

o Scope of activities
o Results and conclusions
o Recommendations

o. Update on status of implementation of the recommendations

2. Review of OIG Safety Culture and Climate Survey results with Internal Safety Culture
Task Force results. Discuss, at a high level:

o* Similarities/supporting data
o. Additional trends/issues identified

o Include perspectives from HR's review of data from an Organizational
Development standpoint

o Additional recommendations
***(All these activities are currently underway; high level result should be available by the
meeting)***

3. Approach for continuous improvement (details and timeframe will be developed)
+* OE has overall lead for responding survey results and coordination of actions

o Agencywide actions
" Work closely with OEDO and HR to develop appropriate agency

wide actions
" Conduct focus groups (using contractor assistance) to follow up

on specific issues, including office specific ones to help offices
develop action plans

o Office specific plans
" Provide suggestions/review (would involve HR, others as needed)

to offices as needed during development of plans
" Coordinate compilation/consolidation of plans for the agency

4. Next steps
4- During meeting, consider the insights and information presented (results,

approach for continuous improvement) and provide feedback during facilitated
discussions

o Right approach?
o Other actions needed?
o Office needs met?



o. Use discussions to reach overall direction/strategy. Outcomes will be direction
back to staff, and included in January update to Commission.



Cai, June

From: Cai, JuneOG.-
Sent: Friday, October 30, 2009 11:29 AM
To: Rakovan, Lance
Subject: RE: draft e-mail

Looks great. Thanks for taking the initiative to do this. I think people will find it very helpful.

Here are a few additions:

Just wanted to take a moment to update those who attended the 2009 NRC OIG Safety Culture & Climate
Survey Results to Action Workshops on the status of various efforts involving safety culture here at the NRC.

OE, HR and OEDO have met to discuss an approach to continuous improvement of NRC's safety culture,
taking into account the findings of the Internal Safety Culture Task Force and the results of the OIG
survey. The focus of the upcoming Senior Leadership Meeting (SLM) (the week of November 16th) will be
safety culture, including coordination and implementation of an agency wide as well as individual
office/regional action plans. We expect to receive additional guidance following the SLM, and will be sharing
that information with all of you as we receive it.

In the meantime, we suggest that you use what you learned at the Workshops to continue to analyze and
understand the data for your office, and begin deciding the focus your individual office/regional action
plan. Following the SLM, more information will be provided on agency wide actions, which should help inform
your development of office/regional action plans.

If you have any questions, please contact June Cai, the NRC's Internal Safety Culture Lead, or me.

From: Rakovan, Lance OE_ýO
Sent: Friday, October 30, 2009 10:46 AM
To: Cai, June
Subject: draft e-mail

let me know what you think, okay? I'm sure I missed something, if not several somethings...

-lance

1



Cail, June

From:
Sent:
To:
Subject:
Attachments:

Cai, June ý.--
Friday, October 30, 2009 11:37 AM
Gerke, Laura; Adelstein, Patricia; Keefe, Molly; Schwartz, Maria; Ibarra, Jose
Continuous Improvement Plan
ISC Continuous Improvement Plan.doc

Here's a plan I've developed for a consolidated approach for responding to the OIG survey results. There will
be focus on both agency wide plans and office specific actions. This (or at least a high level discussion) will be
presented at the senior leadership team meeting in November. Let me know if you have any comments. I
would appreciate as soon as possible, but no later than Thurs, because I need to give it to Marty's TA who is
putting together his presentation.

Thanks

June

1



Internal Safety Culture
Proposed Approach for Continuous Improvement

October 2009

1. Agencywide review and analysis
o. Review of Internal Safety Culture Task Force results with OIG survey results
• HR's review of OIG survey results from Organizational Development perspective
*:o Development of additional recommendations for January 2010 Commission

paper
o:o Relevant strategies/guidance from November Senior Leadership Meeting
October - November 2009

2. Agencywide continuous improvement plan - initial development
o. Based on results and insights from above, OE would have the lead, with close

coordination with OEDO and HR, to start development of appropriate agency
wide actions

o: Start implementation of short term items, as appropriate
November - early December 2009

3. Office specific continuous improvement plan - initial development
*.o Conduct review of office specific data
+. Based on review, inform OE of need for focus groups to follow up on office

specific issues (see item 4)
October - November 2009
o:o Start development of office specific plan (informed by initial agencywide plan)
o' Start implementation of short term items, as appropriate
December 2009-January 2010

4. Focus groups
o*o OE to conduct focus groups (using contractor assistance) to follow up on issues

needing clarification, including office specific ones to help offices develop action
plans, as requested

December 2009-January 2010; final results available February 2010

5. Continuous improvement plan - final development
o. Based on focus group results,

o OE, working with OEDO and HR, finalizes plan for agency wide actions
February- March 2010

o Offices finalize office specific plans (informed by agencywide plan)
March - April 2010

6. OE collects office specific plans, to develop a consolidated and comprehensive plan
that includes both agencywide and office specific actions

May 2010

Communication to offices
o* OE would provide periodic communications to offices on the approach, steps,

and timeframes listed above
o~ Main contacts would be the office analysts/champions and/or contacts identified

in response to benchmarking review request



Oo OE would provide suggestions/review (would involve HR, others as needed) if
requested during development of office specific plans



Cai, June

From:
Sent:
To:
Cc:
Subject:

Cai, June) Os-
Friday, November 06, 2009 9:55 AM
Landau, Mindy
Desai, Binoy; Langlie, Liz
Message to senior managers

Mindy,

As we discussed with Marty when we met, we should put out a suggestion for the managers to have in mind
what their offices did in response to the last OIG survey, how well the actions worked, and general themes or
trends from this survey. This will help set the context as they go through the facilitated discussion
sessions. We discussed including this in one of the emails you all will be sending out regarding the meeting in
the next week or two.

Here are some suggested words - feel free to revise

As you prepare for the November 17-19 Senior Leadership Meeting, (we/l) suggest you have in mind how your
office responded to the OIG 2005 Safety Culture and Climate survey, how well the different actions your office
took worked, and office specific trends or themes from the most recent 2009 survey. A general idea of these
topics would be sufficient (i.e., you will not be asked to present any specific or detailed information at the
meeting) and would help set the context as you participate in some of the facilitated discussions regarding the
agency's next steps and potential approaches for further improving the agency's internal safety culture.

Thanks

June

1
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Rakovan, Lance -

From: Cai, June
Sent: Wednesday, November 04, 2009 7:45 AM
To: Gamberoni, David; Bartley, Jonathan; Diaz, Juan; Hackworth, Sandra; Braden, Michael;

Johnson, Debby; Green, Jamie; Turner, Terri; Stewart, Sharon; Le, Hong; Lorson,
Raymond; Widmayer, Derek; Williamson, Linda; Abraham, Susan; Rasouli, Houman;
Lyons, James; Lara, Julio; Heck, Jared; Staub, Janet; Lantz, Ryan; Browder, Rachel;
Johnson, Joanne; Rough, Richard; Schwartz, Maria; Sosa, Belkys; Horn, James; Adelstein,
Patricia; Ferkile, Andrea; Zane, Steven; Ibarra, Jose

Cc: Landau, Mindy; Rakovan, Lance
Subject: Focus groups to follow-up on OIG survey results

As Lance mentioned in his last email, I'll be working closely with him on addressing the OIG survey results. I
want to give you all a heads up that OE is in the process of putting together a contract to conduct focus groups
to follow up and getting better understanding of issues from the results. Due to the nature of surveys, it may
be tough to get a clear understanding of some of the trends (for example, how did people interpret this
question? Why did they answer a certain way? Why is there a difference between different demographic
groups in how they responded to a certain question?).

The conduct of these groups would help inform development of the agency's overall continuous improvement
plan, as well as help you develop the ones for your office. OE will be asking the offices if they are interested in
using these groups to follow up on office specific issues. We'll be providing more information, following
feedback from the Nov 17-19 Senior Leadership Meeting, on how that's going to work. Response from your
office will likely be needed towards the end of this month - early December.

In the meantime, I wanted to give you this heads up so as you are going through your office results, you

consider if there are issues from your office data that you'd like to use the focus groups to follow up on.

If you have any questions, let me know.

Thanks

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai@nrc.gov
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Cal, June

From:
Sent:
To:
Subject:
Attachments:

Gerke, Laura, .:c•
Friday, December 18, 2009 10:29 AM
Cai, June
Focus Group Interest Memo
FGroupMemo.doc

Attached, with the revisions discussed yesterday. Of note: I took out date when the results of the office-
specific groups would be available since 1)we don't know and 2) maybe their issues can be addressed in the
agency-wide groups. What do you think? I'll now refine the topics list to be attached.

Laura

2 
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MEMORANDUM TO: Those on the Attached List

FROM: Roy Zimmerman, Director
Off ice of Enforcement

SUBJECT: USE OF FOCUS GROUPS TO GAIN INSIGHT INTO
OFFICES' OIG SAFETY CULTURE AND CLIMATE
SURVEY RESULTS

The EDO's memo to you dated x, 2009, referenced the possible use of focus groups
as a means for offices to gain insight into results from the Office of the Inspector
General's Safety Culture and Climate Survey. The purpose of this memorandum is to
provide information on using such groups.

The Office of Enforcement (OE) has contracted an experienced focus group consultant
for the conduct of focus groups in order to collect qualitative information and insights for
supporting the review of the Survey results. The focus groups will consist of a diverse
mix of Headquarters and Regional staff by grade, tenure, office, and position title and
will explore survey issues that need further clarification to inform development of
appropriate responsive actions. The proposed list of topics/issues is attached.

These focus groups are intended to elicit additional perspective on agency-wide and
report-specific issues and will be conducted in the February/March timeframe with
final results provided in June. Additionally, offices can request that focus groups be
conducted composed of office-exclusive staff and/or to discuss office-specific issues;
these groups would be conducted in the March/April timeframe. There are limited funds
to support this additional activity, so the level of support depends on the level of interest.

If your office might be interested, first review the list of attached topics/issues to
determine whether the needed insight for your office would be gained by the agency-
wide groups. If, after review, you believe an office-specific topic or group would be
beneficial, contact Laura Gerke, OE Safety Culture Program Manager. She can assist
with consideration of group composition and question refinement to address your specific
issue(s). Inform OE by January 20 of your interest; there is a tight timeframe for the
contract, which necessitates this deadline. Following that deadline, OE will review the
number of requests to determine the level of accommodation.
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Peters, Sean

From: Peters, Sean
Sent: Friday, November 13, 2009 8:58 AM
To: Hudson, Daniel
Subject: RE: Safety Culture Survey Results Presentation to DRA

No problem. The content was imbedded just under my message...

----- Original Message -----
From: Hudson, Daniel
Sent: Thursday, November 12, 2009 5:32 PM
To: Hudson, Daniel; Peters, Sean
Subject: RE: Safety Culture Survey Results Presentation to DRA

Sean,

I'm not sure why this message had no content. I sent it to you from my phone while in the ACRS Meeting to let
you know that I could support the 10:00am on Monday timeline for the DRA Meeting. But, you probably
already figured that out based on the e-mail from Doug! Apologies for not having better communication about
all of this today.

Best,
Dan

----- Original Message -----
From: Hudson, Daniel
Sent: Thursday, November 12, 2009 10:56 AM
To: Peters, Sean
Subject: RE: Safety Culture Survey Results Presentation to DRA

Daniel W. Hudson
Human Factors Engineer
U.S. Nuclear Regulatory Commission (RES/DRA/HFRB)
Mail Stop: CSB-4C07M
E-Mail: Daniel.Hudsontcnrc.,qov
Phone: 301-251-7919
Fax: 301-251-7435

From: Peters, Sean
Sent: Thursday, November 12, 2009 9:51 AM
To: Hudson, Daniel
Subject: RE: Safety Culture Survey Results Presentation to DRA

Dan,

Can you support 10:00 on Monday?
Sean,

I~



I'm e-mailing from my phone at the ACRS Subcommittee Meeting. I can support the Monday at 10:00am
timeline.

Best regards,
Dan

From: Coe, Doug
Sent: Thursday, November 12, 2009 7:04 AM
To: Lui, Christiana; Littlejohn, Jennene; Hudson, Daniel; Peters, Sean; Coyne, Kevin
Cc: Barnes, Valerie; Schofer, Maria; Kuritzky, Alan
Subject: RE: Safety Culture Survey Results Presentation to DRA

Chris,
Dan's suggested approach is very workable, and holding the meeting on Monday helps maintain some
momentum in keeping this visible, and this would lay the groundwork for further DRA staff input through mid-
December which could enable decisions on how to move forward by early 2010.

Sean/Kevin,
Please let me know if there is any conflict with Dan or Alan's availability to support this on Monday 10-
11:30am.

Jennene,
Please lock-in the 11/16 10-11:30am date/time for C6B1 for a Division meeting.

Dan,
Please compose a short email invitation that I can send to the Division by late morning today.

Thanks all!
Doug

From: Hudson, Daniel
Sent: Wednesday, November 11, 2009 11:12 PM
To: Lui, Christiana; Kuritzky, Alan
Cc: Barnes, Valerie; Coe, Doug; Schofer, Maria
Subject: RE: Safety Culture Survey Results Presentation to DRA

Chris,

The tentative agenda I have seen for the International Empirical HRA Study Workshop indicates the workshop
will adjourn at 1:00pm on 12/3. It would therefore be very difficult for participants to make it back to CSB in
time to attend the DRA meeting at 1:30pm.

With regard to the 11/16 option: I think as long as we approach this presentation from the perspective of
sharing what we have learned from the survey results to date, along with our tentative plans for seeking further
input from the DRA staff through both focus groups and mechanisms for providing anonymous
recommendations (with the understanding that more details/information will be forthcoming), we can be ready
to present by Monday. We will be presenting to the division without the benefit of having a better
understanding of Commission level, EDO level, and RES level expectations for moving forward (i.e. I have
seen correspondence from OE regarding the potential use of a contractor to structure, moderate, and analyze
focus group discussions to address both agency and office level issues - we may therefore have to temper the
use of focus groups within DRA to avoid "focus group fatigue"), but as long as we make it clear that our plans
are tentative, and that there is more to follow, I think this will be okay. There is definitely some benefit to
increasing awareness of the results to date, and getting people thinking about: (1) whether or not these results
are consistent with their experience, (2) how they would like to be involved moving forward, and (3) what they
think can ultimately be done to improve.

2



I welcome everyone else's thoughts on this matter.

Best regards,
Dan

From: Lui, Christiana
Sent: Wednesday, November 11, 2009 2:43 PM
To: Hudson, Daniel; Kuritzky, Alan
Cc: Barnes, Valerie; Coe, Doug
Subject: Safety Culture Survey Results Presentation to DRA
Importance: High

As expected, it is rather difficult to find any time slots. Not only we are running against two parallel technical
meetings next week and the Thanksgiving week, we are also restricted by, again, the large conference room
availability. Two possible choices:

11/16 10-11:30aC6B1 (Too quick?)

12/3 1:30-3:30p C6B1 (Not sure if the Int'l HRA workshop would be done by then)

If we decide to go with the 11/16 time slot, we'll need to send out the announcement no later than the early
afternoon of Thursday.

3



Cai, June 6 'k

From: Cai, June (Os_
Sent: Wednesday, December 23, 2009 9:47 AM
To: Martin, Gillian
Cc: Gerke, Laura
Subject: RE: Question re Internal Safety culture

Hi Gilly,

OE has some actions we'll be taking related to the OIG survey results for the agency. The first is we're hiring a
contractor to do focus groups to follow up on issues identified from the survey, to better understand them. OE
will be sending out a memo soon to offices explaining this activity, including soliciting interest from offices on if
there are office specific issues they would like to explore with the focus groups.

I'm going to be on maternity in about two weeks, and Laura Gerke will be filling in for me. Laura is working on
that memo and she will be consolidating inputs from the offices based on their interest, so please discuss your
needs with her. She'll be back in the office Jan 4th.

Also, Laura may be able to give you some help/insights as in developing action plans. She has a lot of

experience doing them for NRR (her home office).

If you have any questions or need any help before the 4th, feel free to give me a call or email.

June

From: Martin, Gillian C)C_.A )
Sent: Wednesday, December 23, 2009 9:08 AM
To: Cal, June
Subject: FW: Question re Internal Safety culture

Hi June--As you can see from my note to Jose below, I have a question from an office that I service that wants
to work on improving some HR-related topics that were raised during OIG Safety Culture Survey. They asked if
HR had a contractor that could provide them some assistance. My boss, Dawn Powell, suggested that I touch
base with you all in OE first to see if OE can provide assistance or contractor support. Jose referred me to you.

Please let me know if OE is offering support to the offices and if I should refer my office to you.

Thanks,
Gilly

Gilly Martin
Chief, Materials Program Support Branch
Office of Human Resources
Ph: 301-251-7460

From: Ibarra, Jose Otlz
Sent: Thursday, December 17, 2009 10:43 AM
To: Martin, Gillian
Subject: RE: Question re Internal Safety culture

Gilly,

I



I will try to call you. I can provide some information. Thanks. Jose 415-2581

From: Martin, Gillian ( C" H-C-,o
Sent: Thursday, December 17, 2009 10:39 AM
To: Ibarra, Jose
Subject: Question re Internal Safety culture

Hi Jose--Dawn Powell suggested I chat with you. I have a question from an office that wants to work on
improving some HR-related topics that were raised during the 0IG Safety Culture survey and asked if we had
a contractor that could provide them some assistance. Dawn suggested I discuss with you to see if OE can
provide assistance or support or has contractor support for such an effort.

Looking forward to talking with you.

Thanks,
Gilly

Gilly Martin
Chief, Materials Program Support Branch
Office of Human Resources
Ph: 301-251-7460
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Cai, June U .

From: Cai, June
Sent: Wednesday, December 23, 2009 2:15 PM
To: Gerke, Laura
Subject: Op plan input - accomplishments and challenges

Laura, here is what I'd like to send to Patty for the Op Plan update. Because the challenges listed are for Jan-
March, please take a look and let me know if you have any comments. Thanks.

1Q FY 2010 Op Plan - Internal Safety Culture

Accomplishments

Conducted evaluation of Internal Safety Culture Task Force results against Office of Inspector General (OIG)
2009 Safety Culture and Climate survey results, as committed to in SECY-09-0068. Identified contractor and
initiated contracting process to obtain assistance in conducting focus groups to further understand and analyze
the OIG survey results. Provided training seminars during and assisted with conduct of the November Senior
Leadership Team meeting, which focused on safety culture. Continued implementation of all the
recommendations from the Task Force.

Challenges

Heavy workload projected in 2Q FY 2010 due to: 1) a Commission paper, 2) a Commission briefing, 3) a
session at the Regulatory Information Conference (RIC), and 4) coordination and conduct of agency wide
focus groups to follow-up on the OIG survey results, all occurring during this timeframe.



Cai, June 01ý "

From: Sosa, Belkys CL._,
Sent: Friday, January 22, 2010 4:11 PM
To: OE Distribution
Subject: FYI: OE Safety Culture and Climate Survey - Results to Action - Status

Since our all-hands meeting on Jan 12, we implemented the suggestion box which is located at 04-H4 scanner/fax
workspace. In addition, the following link on our website allows the capability to communicate with me anonymously via
e-mail. Responses to anonymous comments or questions will be posted on our internal website, if appropriate and
desired.

http://www.internal.nrc.gov/OE/feed back/index.html

Following the all-hands meeting Carolyn Faria-Ocasio volunteered to lead the staff in a facilitated discussion on OE areas
for improvements. We commend Carolyn for her initiative and commitment to safety culture and an open, collaborative
work environment. Carolyn will be in contact with you as she develops the details and logistics for the staff-only
meeting. The purpose of the meeting will be to discuss the feedback the staff would like to provide management on the
areas for improvement from the survey.

Status on Results to Action Plan:

Completed:

* Roy, Nick, Dave, and I met on December 22nd to discuss specific office results from the 2009 OIG Survey.
* All-hands meeting held on January 12 to discuss the results with you and solicit any feedback you would like to

share.
* We implemented additional communication tools to facilitate venues for anonymous feedback, providing

suggestions, asking questions, identifying concerns, etc. completed January 22, 2010.

Next steps:

1. Receive feedback from staff on OE areas for improvements, target date February 2010
2. Develop criteria for tracking progress on the action plan, with a target date of February 2010.
3. Finalize development of an Office action plan, with a target date of March 2010.
4. In the interim, we will communicate progress on implementation of the plan regularly with you

Thank You,
Belkys

1.



Faria-Ocasio, Carolyn

From: Sosa, Belkys(3ý-_-
Sent: Monday, January 25, 2010 8:23 AM
To: Faria-Ocasio, Carolyn
Subject: RE: OE Safety Culture and Climate Survey - Results to Action - Status

Categories: OE

Yes. You may want to also check with Russ on the process to get a task order in place to support the mediator.
I believe his contract is thru OEDO or HR.

Thanks,
Belkys

From: Faria-Ocasio, Carolyn O.-
Sent: Monday, January 25, 2010 8:10 AM
To: Sosa, Belkys
Subject: RE: OE Safety Culture and Climate Survey - Results to Action - Status

Belkys,

I just realized that Maria isn't here. Thanks for the green light on this project. Hopefully I will have the draft
email inviting staff to the first focus group meeting to discuss which are OE's areas of improvement by today
COB.

About the mediator, did you say Roy was going to ask his leadership coach?

Thanks,

cA roly n

From: Sosa, Belkys 0E,
Sent: Friday, January 22, 2010 4:11 PM
To: OE Distribution
Subject: FYI: OE Safety Culture and Climate Survey - Results to Action - Status

Since our all-hands meeting on Jan 12, we implemented the suggestion box which is located at 04-H4 scanner/fax
workspace. In addition, the following link on our website allows the capability to communicate with me anonymously via

e-mail. Responses to anonymous comments or questions will be posted on our internal website, if appropriate and

desired.

http://www.internal.nrc.gov/OE/feedback/index.html

Following the all-hands meeting Carolyn Faria-Ocasio volunteered to lead the staff in a facilitated discussion on OE areas

for improvements. We commend Carolyn for her initiative and commitment to safety culture and an open, collaborative

work environment. Carolyn will be in contact with you as she develops the details and logistics for the staff-only
meeting. The purpose of the meeting will be to discuss the feedback the staff would like to provide management on the

areas for improvement from the survey.

Status on Results to Action Plan: 2 4
1



Completed:

* Roy, Nick, Dave, and I met on December 22nd to discuss specific office results from the 2009 OIG Survey.
* All-hands meeting held on January 12 to discuss the results with you and solicit any feedback you would like to

share.
* We implemented additional communication tools to facilitate venues for anonymous feedback, providing

suggestions, asking questions, identifying concerns, etc. completed January 22, 2010.

Next steps:

1. Receive feedback from staff on OE areas for improvements, target date February 2010
2. Develop criteria for tracking progress on the action plan, with a target date of February 2010.
3. Finalize development of an Office action plan, with a target date of March 2010.
4. In the interim, we will communicate progress on implementation of the plan regularly with you

Thank You,
Belkys
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From: Riley, Jeffrey
To: RES Distbution

Cc: Tamer, Dennis; Bellosi. Susan; Riley. Jeffrey
Subject: Support Services Survey of Church St. Personnel
Date: Friday, July 24, 2009 4:10:27 PM

Good afternoon,
The Headquarters Staying Connected Workgroup has been asked to assess if employees

in interim buildings are receiving the services they need to support their work and
provide workplace satisfaction. We ask that all employees in the Gateway, Executive

Boulevard, Twinbrook and Church Street buildings complete this survey.
Thank you in advance for your support! The survey will be available online for your input
until August 7, 2009 and should take approximately five minutes to complete. Please be
sure to click "Finish" at the bottom of the survey when completed.
The responses of the survey will be anonymous and not identifiable individually. Results
will be tabulated by building and shared with the PMDA offices. If the survey shows that
improvement may be needed in certain areas, the Staying Connected Workgroup may
facilitate focus group meetings to identify the specific concerns and improvements

needed.

Please click on the following link to access the survey: httn://148.184.200.82/Survev.asox?

s=2afb33ff52df4d79bb5b5827af1547d9. You may also copy and paste the link into the web browser

address bar.
Please contact the following individuals with questions or survey problems:
Jeff Riley (phone 492-3660 or e-mail Jeff rey.Riley@nrc.gov)
Susan Bellosi (phone 492-3514 or e-mail Susan.Bellosi*hnrc.gov)



Faria-Ocasio, Carolyn

From: Sosa, BelkyslZ./
Sent: Monday, January 25, 2010 5:45 PM
To: Faria-Ocasio, Carolyn
Subject: RE: Safety Culture Survey Results to Action

Categories: OE

Carolyn,
Great job analyzing the issues and laying out the outline for discussion. The e-mail looks good.

Thanks,
Belkys

From: Faria-Ocasio, Carolyn 0ý_
Sent: Monday, January 25, 2010 5:18 PM
To: Sosa, Belkys
Subject: Safety Culture Survey Results to Action

Let me think what you think know. I will wait to see what Lucy says about the
room, and Roy's leadership coach, and see what Russ says about the money
before I send it.
Talk to you tomorrow.

Hi Everyone,

After January 12, 2010 meeting on OE's results of 2009 NRC Safety Culture and Climate Survey,
staff expressed their interest in having focus group discussions among staff about the issues
that rose from the Survey, both positive and less positive.

A am working on the logistics in order to have this facilitated discussion between staff
tentatively on Monday, February 8, 2010 at 9:30am following the Office's regular meeting in 0-
4B6 to discuss whether the areas of improvement that came about the survey are the areas
that OE's Action Plan will concentrate on.

The Office needs our feedback in order to identify priority areas for action and align with both
existing and planned initiatives.

***See attachments for Details.

If you are unable to attend, please make the effort to either call in (phone details to come), or
send an email http://www.internal.nrc.gov/OE/feedback/index.html or leave a note in the suggestion box.

Thanks,

ctoLdA, A /h

1



Faria-Ocasio, Carolyn

From: Faria-Ocasio, Carolyn
Sent: Wednesday, January 27, 2010 9:56 AM
To: Faria-Ocasio, Carolyn; Arrighi, Russell; Bowman, Gregory; Burrell, Michael; Cai, June;

Coleman, Nicole; Crutchley, Mary Glenn; Day, Kerstun; Furst, David; Gerke, Laura;
Ghasemian, Shahram; Gulla, Gerald; Hasan, Nasreen; Hernandez, Pete; Ibarra, Jose; Jarriel,
Lisamarie; Lopez, Lucia; Nibert, Patty; Pedersen, Renee; Reinert, Dustin; Rossi, Roberta;
Sapountzis, Alexander; Schwartz, Maria; Sreenivas, Leelavathi; Starkey, Doug; Summers,
Robert; Vito, David; Woods, Susanne; Wray, John

Cc: Zimmerman, Roy; Sosa, Belkys; Hilton, Nick; Solorio, Dave
Subject: RE: Facilitated Discussion- Safety Culture Survey Results

Categories: OE

FYI

Management's intention is not to participate in this meeting allowing staff members to speak among
themselves without management involvement.

CaroLyVn

From: Faria-Ocasio, Carolyn Q•
Sent: Wednesday, January 27, 2010 8:51 AM
To: Arrighi, Russell; Bowman, Gregory; Burrell, Michael; Cai, June; Coleman, Nicole; Crutchley, Mary Glenn; Day,
Kerstun; Faria-Ocasio, Carolyn; Furst, David; Gerke, Laura; Ghasemian, Shahram; Gulla, Gerald; Hasan, Nasreen;
Hernandez, Pete; Hilton, Nick; Ibarra, Jose; Jarriel, Lisamarie; Lopez, Lucia; Nibert, Patty; Pedersen, Renee; Reinert,
Dustin; Rossi, Roberta; Sapountzis, Alexander; Schwartz, Maria; Solorio, Dave; Sosa, Belkys; Sreenivas, Leelavathi;
Starkey, Doug; Summers, Robert; Vito, David; Woods, Susanne; Wray, John; Zimmerman, Roy
Subject: Facilitated Discussion- Safety Culture Survey Results
Importance: High

Hi Everyone,

After January 12, 2010 meeting on OE's results of 2009 NRC Safety Culture and Climate Survey,
staff expressed their interest in having focus group discussions among staff about the issues

that rose from the Survey, both positive and less positive.

A am working on the logistics in order to have this facilitated discussion between staff

tentatively on Monday, February 8, 2010 at 1 Oam at O-6B4 following the Office's regular

meeting in O-4B6 to discuss whether the areas of improvement that came about the survey are

the areas that OE's Action Plan will concentrate on.

The Office needs our feedback in order to identify priority areas for action and align with both

existing and planned initiatives.

***See attachments for Details.

If you are unable to attend, please make the effort to either call in (phone details to come), or

send an email http://www.internal.nrc.pov/OE/feedback/index.html or leave a note in the suggestion box.

1V



Thanks,
C-P ot o't
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MEETING with BELKYS SOSA 01/15/2010

1. Can we say the survey did reflect the 3 areas of Enforcement with greater room for
improvement?

2. How can Enforcement get rid of the (?) for these areas? Is there lack of understanding

for the question? Is there a lack of understanding of expectations for the 3 areas?

3. Would an appraisal workshop be efficient?

a. Explaining what is expected of the staff at appraisal time
b. What is expected of management at appraisal time
c. How can the appraisal actually:

i. Identify strengths and weaknesses
ii. Improve job performance

iii. Identify your training needs
iv. Create your individual performance plan

4. Would the focus group focus on the 3 areas at once, or will it be focused at one area.

a. There would be questions formulated to answer question #2
b. A mediator would ask the questions and time the answers so that the focus

group doesn't get out of hand
c. It should be done during the 9am meeting time slot, and ask for everyone's

attendance (except management)
d. The conversations' outcome should be recorded on a big white board, to later be

sent out to the office.



Rakovan, Lance

From: Ibarra, Jose
Sent: Monday, January 11, 2010 3:15 PM
To: Landau, Mindy; Rakovan, Lance
Cc: Gerke, Laura
Subject: Differing Views Impact on NRC Career

Mindy and Lance,
As you are aware, the IG Safety Culture Survey identified staff's perception that voicing differing views could
negatively impact their career. Since there are few DPOs and non occurrence processes submissions every
year, I would expect that this issue would not raise to the top of any NRC office. Therefore, it is possible that
no office would address this issue as a follow up to the IG Survey. OE could independently try to address this
negative perception. However, since the issue cuts across all offices it needs to be addressed agency wide.
For starters, I would like to it to be known that the Differing Views Program Manager is willing to work with the
offices in finding ways to address this issue as a follow-up to the IG Safety Culture Survey. I also welcome
suggestions on how else under the IG Safety Culture follow up, we can get all the office together to address
this issue. I am available to discuss more this issue at your convenience. Jose
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January 22, 2010

MEMORANDUM TO: Those on the Attached List

FROM: Roy P. Zimmerman, Director IRA!
Office of Enforcement

SUBJECT: ADDITIONAL GUIDANCE FOR DEVELOPMENT OF OFFICE SAFETY
CULTURE ACTION PLANS

The December 17, 2009, memorandum from the Executive Director for Operations (EDO):
1) discussed the development of office action plans responsive to results from the Office of the
Inspector General's Safety Culture and Climate Survey; 2) referenced the use of focus groups
as a means for offices to gain insight into their results; 3) noted that offices should incorporate
diversity measures; and, 4) provided a plan template. The purpose of this memorandum is to
provide additional information on these topics.

Focus Groups: The Office of Enforcement (OE) has contracted with The Media Network, an
experienced focus group consultant, to conduct agency-wide focus groups. The purpose of
these groups is to fully understand trends and issues identified by survey data which the
agency's Internal Safety Culture Task Force did not identify or include in the scope of its
activities (SECY-09-0068, "Report of the Task Force on Internal Safety Culture," dated April 27,
2009). This additional perspective will then be used to inform development of appropriate
effective actions. The focus groups will consist of a diverse mix of Headquarters and Regional
staff by grade, tenure, office, and position title. Currently, a total of twenty groups will be
conducted: twelve at Headquarters and two at each of the four regional offices., They are
planned to be conducted in the March/April timeframe with final results provided in June.

The proposed list of focus group issues is attached. Upon reviewing this list, your office might
decide that your office-specific issues will be adequately covered through the agency-wide
groups. Alternatively, you can request that additional issues be explored in the agency-wide
groups or that externally-facilitated, office-specific focus groups are conducted. There are
limited funds to support this additional activity, so the level of support depends on the level of
interest. If your office might be interested, contact Laura Gerke, OE Safety Culture Program
Manager. She can assist with considering various ways to address your office's needs. Please
inform OE by January 29 of your interest,- there is a tight timeframe for the contract, which
necessitates this deadline. Following that deadline, OE will review the number and level of
requests to determine the ability to accommodate office-specific interest and respond to the
interested offices.

CONTACT: Laura S. Gerke, OE
301-415-4099



Those on the Attached List 2

Diversity and Inclusion Measures: Offices should incorporate in their action plans the
"Diversity and Follow-Up Actions" you were asked to create by the Office of Small Business and
Civil Rights (SBCR). SBCR created a spreadsheet listing offices' and the Agency's scores on
the Survey's diversity-related questions. The link to these scores is:
http://Portal. nrc.qov/workinggroups/NMSSPBPA/FY%202010%2001peratinq%20Plan%20DocuLm
ents/Forms/AllItems.aspx?RootFolder=%2fworkinggroups%2fNMSSPBPA%2fFY%202010%20
Operating %20 Plan %20Docu ments%2fFY 201 %20SuL pportinq%20Documents&FolderCTI D=&V
iew=%7bO65E6202%2dDFE2%2d4AE7%2dB551%2d7B3D346ADOB7%7d. Review this
spreadsheet, paying particular attention to those questions where your office's score was lower
than the benchmark of the agency's. SBCR asks that you include not less than three of these
items in your Safety Culture Action Plan. By including these diversity and inclusion measures,
you will have met performance measure CS-SBCR-04 which was referenced in Jim Dyer's
November 12, 2009 memorandum, "FY2010 NRC Corporate Support Measures." If you have
any questions regarding the diversity measures, contact Barbara Williams, Senior Level
Assistant for Policy and Programs, SBCR, at 301-415-7388.

Action Plans: Although an action plan template has been provided, there is flexibility in the
format. There is not a set number of Areas for Action to be included; however, the OIG survey
contractor recommended (in addition to SBCR's measures) about three so that actions are
targeted to the highest priority strengths to be maintained and weaknesses to be improved.
Areas might be themes, such as "communication" under which you would have a few actions.
Provide your action plans to Lance Rakovan in the Office of the Executive Director for
Operations by March 1, 2010.

For questions about development of your action plans, please contact Laura Gerke. Eighty-
seven percent of agency employees completed the survey; development of the office action
plans provides an opportunity to both demonstrate to staff that their voices have been heard and
reaffirm that the NRC is a high-performing organization that seeks ways to continuously
improve.

Enclosure: As Stated
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Those on the Attached List: Dated: January 22, 2010

SUBJECT: ADDITIONAL GUIDANCE FOR DEVELOPMENT OF YOUR SAFETY
CULTURE ACTION PLANS

Edwin M. Hackett, Executive Director, Advisory Committee
on Reactor Safeguards/Advisory Committee on Nuclear Waste

E. Roy Hawkens, Chief Administrative Judge, Atomic Safety
and Licensing Board Panel

Stephen G. Burns, General Counsel
Brooke D. Poole., Director, Office of Commission Appellate
Adjudication
James E. Dyer, Chief Financial Officer
Margaret M. Doane, Director, Office of International Programs
Rebecca L. Schmidt, Director, Office of Congressional Affairs
Eliot B. Brenner, Director, Office of Public Affairs
Annette Vietti-Cook, Secretary of the Commission

Kathryn 0. Greene, Director, Office of Administration
Patrick D. Howard, Computer Security Office
Charles L. Miller, Director, Office of Federal and State Materials

and Environmental Management Programs
Guy P. Caputo, Director, Office of Investigations
Thomas M. Boyce, Director, Office of Information Services
James F. McDermott, Director, Office of Human Resources
Michael R. Johnson, Director, Office of New Reactors
Michael F. Weber, Director, Office of Nuclear Material Safety

and Safeguards
Eric J. Leeds, Director, Office of Nuclear Reactor Regulation
Brian W. Sheron, Director, Office of Nuclear Regulatory
Research
Corenthis B. Kelley, Director, Office of Small Business and Civil
Rights
James T. Wiggins, Director, Office of Nuclear Security

and Incident Response
Samuel J. Collins, Regional Administrator, Region I
Luis A. Reyes, Regional Administrator, Region II
Mark A. Satorius, Regional Administrator, Region III
Elmo E. Collins, Regional Administrator, Region IV
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RidsOgcMailCenter Resource
RidsOcaaMailCenter Resource

RidsOcfoMailCenter Resource
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RidsSecyMailCenter Resource
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RidsFsmeOd Resource
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Aaencv-wide Focus GrouD ToDics

1. Q13, In my experience, all NRC employees are held to the same standard of ethical
behavior. What do employees mean by "ethical behavior" Employees in corporate offices,
administrative/support functions, and those with 10-15 years and 20+ years have
statistically significant less favorable responses.

2. Q14a, I am frequently concerned about the following: The future of the nuclear
industry. Compared to NRC's 2005 survey responses, NRC had a statistically significant
decline in favorable responses. Staff has this concern, but not management.

3. Q14c, I am frequently concerned about the following: Frequent changes of my
immediate supervisor. Compared with the benchmark of NRC's 2005 responses, there
was not a statistically significant difference; however, within grades, between supervisors
and staff, and for specific offices, negatives appear.

4. Q23, I believe higher management levels trust the judgment of employees at my level
in the organization. Compared to NRC 2005, the agency had a statistically significant
improvement of +14; however, compared to High Performance companies, there was a -4.
Administrative offices, those in the administrative job function, those in grades GG1-10, and
non-supervisors had statistically less favorable responses.

5. Q77, I have the computer systems support I need to do my job effectively.
The national norm was a statistically significant 10+ compared with NRC 2009. Across-the-
board, but particularly with those in the engineering job function, staff had less favorable
responses than the national norm to this question.

6. Q67b, The NRC has established a climate where innovative ideas can fail without
penalty to the originating person or group. Staff in corporate offices, those in the
administrative/support job function and in GG-14 had less favorable responses to this
question.

7. Q34c, I feel comfortable expressing views that contrast with my office management.
There were less favorable responses from those in administrative offices, in the
administrative/support job function, as well as disconnect between management and staffs
responses.

8. Q91 b, How often do the following interfere with your attending training for your
current job: availability of classes/courses? Staff in engineering and scientific job
functions, line management, the Regions, and those with tenures of 1-5 years has less
favorable responses. There was not a survey question regarding employees' perception
whether there is support for them to attend training, another issue might be: do you have
supervisor support to attend training for your current job?

9. Q70, There is sufficient opportunity for me to receive additional technical training to
enhance my jobs skills, and Q42, I believe I have the opportunity for personal
development and growth in this organization. Those in the administrative/support job
function had less favorable responses.

ENCLOSURE
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10. Q56, The NRC has done an effective job of capturing the knowledge of retiring NRC
employees. Responses to this question are on an upward trend, but a majority of staff still
disagree with this question's statement: forty% of the agency overall answered favorably to
this question, an increase from 23% in 2005.

11. Q40, Policies and decisions made by the agency are adequately communicated to
NRC employees. Seventy-nine% of staff had a favorable response. When asked about
specific communication vehicles, the answers varied: Q88, How effective are the
following at enhancing internal communication: All-Staff meetings (61%), ADAMS
(42%), EDO Updates (66%), NRC Reporter (67%), Office websites (63%), and having
multiple locations in the Washington, D.C. area (26%).

12. Q33a, We too often sacrifice the quality of our work in order to meet established
metrics {established schedule of performance}. While the percentage of those
disagreeing with this statement increased from 37% in 2005 to 46% in 2009, a majority still
perceive that such a sacrifice occurs. A similar question is Q33b, sacrifice quality in
order to satisfy a personal or political need, with 54% of staff disagreeing with that
statement (up from 43% in 2005). In contrast, in response to Q16, The quality of work
done in my work unit is excellent, the agency response was 91%, a statistically
significant improvement from both 2005 and High Performance Companies.

13. Effectiveness of agency's processes for raising differing views. Staff awareness of
various safety culture processes (Non-concurrence, Open Door Policy, Differing
Professional Opinion) increased from 2005; however, in response to questions about these
policies' effectiveness, there were less favorable responses and a high number of "?"
responses. Additionally, Q66, My supervisor adequately explains the resolution of
differing views that were raised, had a 50% favorable response rate, and those at the
GG-14 level had less favorable responses.

14. Q79, How do you rate your last performance review in terms of helping you to
a) identify your strengths and weaknesses (68%; +13 from 2005); improve your job
performance (64%, +14); identify your training needs (57%, +15); create your
individual performance plan (52%, +12)? Although favorable responses to the series of
questions regarding the review process are all below 70%, they are also all on a positive
trend with statistically significant increases from the 2005 responses.

15. Q80ci In your judgment, with all things considered, how good a job is officelregion
management doing in handling the following: making decisions promptly? Staff in
certain offices and those in GG-14 positions had statistically significant less favorable
responses compared with other staff, as did the agency compared with high-performance
companies.

Along with this question are other management competency questions regarding: Q80a,
stating objectives clearly: certain offices, those in the administrative/support job function
and GG-14 had less favorable responses; Q80b, establishing priorities. statistically
significant less favorable responses for certain offices and those in grades 14 and 15; Q7,
Priorities or work objectives are changed so frequently, I have trouble getting my
work done: GG14, administrative/support, and certain offices; and, 80d, communicating
with people: GG14, those in administrative/support, and certain offices.
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16. Q52: The amount of stress I experience in my job seriously reduces my
effectiveness. Those tenured 10-15 years and 20-25 years; administrative/support staff
and certain offices had statistically significant less favorable responses.

17. Collective issue: Why did GG14 and those in administrative/support (both by function as
well as by office) have less favorable responses than other employees? An example is
Q20 The management style at the NRC encourages employees to give their best.
GG-14 had a statistically significant less favorable response, as did those in certain offices.
Also for generally administrative staff: Q21 My supervisor understands my work GG-1-
10 had a less favorable response than other staff. As described in the text above, other
questions to explore for a) administrative staff include: Q7, 13, 23, 34c, 42, 52, 67b, 70,
and 80a-d; and for b) GG-14: 7, 66, and 80a-d.



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:

Tracy, Glenn
Thursday, January 28, 2010 6:43 PM
Johnson, Michael; Johnson, Debby
Williams, Joseph
RE: Periodic with Dr. Klein

Categories: Red Category

Mike,

We will be specifically on the panels that you and I both are interested in. I verified with Debby and they
are in our office action plan. I am sure Debby will respond when she sees this as well. Thanks

From: Johnson, Michael
Sent: Thursday, January 28, 2010 4:41 PM
To: Johnson, Debby
Cc: Williams, Joseph; Tracy, Glenn
Subject: RE: Periodic with Dr. Klein

Debby, I'm not sure I understand the answer. I am particularly interested in understanding what is driving
concerns on the part of GG 1-1Os and GG-1 1 s&1 2s. Will that be covered?

Michael Johnson, Director
Office of New Reactors
301-415-1897
michael.iohnsonCnrc.2ov

From: Johnson, Debby
Sent: Thursday, January 28, 2010 12:59 PM
To: Johnson, Michael
Cc: Williams, Joseph; Tracy, Glenn
Subject: RE: Periodic with Dr. Klein

[v-

Mike,

Yes, we've been interacting with Laura Gerke (OE) regarding their plans for focus groups. 7 of the 17 topic
areas that OE identified are aligned with actions that we have planned. Laura is suggesting that we include
a line in our office action plan to, "tap insight gained from agency focus groups to inform office next steps,"
and then when they get the contractor's report in June, that should help refine the concerns in order to
address them. We should have NRO's plan distributed to the divisions for final comment by the beginning
of next week. Let me know if you'd like to discuss.

Thanks,

Debby
415-1415

From: Johnson, Michael
Sent: Thursday, January 28, 2010 11:43 AM
To: Tracy, Glenn; Johnson, Debby
Subject: FW: Periodic with Dr. Klein
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See mention of internal safety culture. Are we in the hopper to internal focus groups?

Michael Johnson, Director
Office of New Reactors
301-415-1897
michael.johnson@nrc.gov

From: Zimmerman, Roy

Sent: Wednesday, January 27, 2010 4:22 PM
To: Borchardt, Bill; Virgilio, Martin; Mallett, Bruce; Ash, Darren; Sheron, Brian; Leeds, Eric; Wiggins, Jim; Weber,
Michael; Miller, Charles; Dyer, Jim; Collins, Sam; Collins, Elmo; Satorius, Mark; Reyes, Luis; Johnson, Michael
Subject: Periodic with Dr. Klein

We met today and discussed the following"

He mentioned the Commission meeting held to discuss allegations, ADR, and enforcement. I mentioned
that we have reviewed the draft SRM, provided comments, and we are prepared for its issuance.

He was interested where we stood on external safety culture. I informed him of our workshop next week,
2/2-4 with about 80 external attendees. The attendees will represent most entitites that we regulate and
will focus on trying to align on a definition of safety culture and high level characteristics and traits that
would be over-arching and apply to the various licensees. I informed him that we would report out on this
workshop at the 3/30 commission mtg on safety culture and a second, external panel would likely report
out as well.

I provided him an update on staff efforts related to internal safety culture" over 20 focus groups expected,
offices looking at developing their own action plans, cross-cutting items being identified by the OEDO, etc.
I described the staff effort to address OCWE in a manner that all staff see themselves in this initiative, even
if their work doesn't directly apply to public health and safety. I also explained how we are looking for the
best way to clearly articulate the relationship between safety culture and OCWE within the staff.

I mentioned a good discussion yesterday as a guest speaker at the DRA countepart mtg, The DRAs

provided good insights to assist me with how they view OE activities from their vantage point.

Provided a high-level status of the VA Philly enforcement case

thanks for listening

17



Walker, Tracy

From: Gerke, Laura
Sent: Thursday, February 18, 2010 1:14 PM
To: Walker, Tracy; Heck, Jared; Bartley, Jonathan; Casto, Chuck
Subject: Regional Focus Groups

In working with you all and the contractor, here is the schedule. I didn't hear from all of the regions yet to
confirm the dates, but at this point we have to move ahead. Please also look at the proposed breakdown of
the focus groups in each region. ,

Region I March 23 mixed group, engineering/scientific
Region II April 1 Administrative staff, engineering/scientific
Region III March 30 Mixed group of all staff; engineering/scientific job category
Region IV March 25 Administrative staff; Engineering/scientific

The engineering/scientific groups might be further broken down by some of them being a certain grade level or
tenure. There aren't current plans to conduct a focus group of supervisors in a region; let me know if one of
you really prefer that in your region. We are doing one supervisor focus group at HQ. Administrative staff
encompasses secretaries, HR, IT people. While the contractor will somewhat randomly select employees to
invite to participate, the exception is with resident inspectors: because of their work schedules, we ask that
you preselect a resident based on someone who might be in the office anyway on your given day or whose
schedule could accommodate; please provide me with the name of the resident. Size of the focus groups: not
more than 9 people.

Two focus groups would be conducted, one in the morning, one in the afternoon, each being two hours long.

The contractor plans to start emailing out focus group invites late next week.

Let me know if you have any questions,
Laura

Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov

I



Rakovan,Lance

From: Gerke, Laura
Sent: Thursday, February 18, 2010 12:43 PM
To: Landau, Mindy; Rakovan, Lance
Subject: Focus Group Status
Attachments: FGannouncement.doc

Hi Lance and Mindy,
Wanted to let you know that the attached anncmnt should appear soon regarding the focus groups. Focus
groups at HQ are scheduled to start March 16, and regional ones will strt March 23. The total of 20 focus
groups should be completed by April 20.

This has been a nightmare process of accommodating offices' interests while balancing agency issues! But
the contractor is great and we're headed in a good direction. It's also been an educational process for
everyone on the purpose of focus groups. I'll send an update soon to all the safety culture contacts providing
the breakdown of the groups and schedule and of course I'll cc you on that.

Laura

Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov

I



PARTICIPATION IN SAFETY CULTURE FOCUS GROUPS

The NRC will follow-up on specific issues identified from the OIG 2009 Safety Culture and Climate Survey by
conducting focus groups this spring.

The Office of Enforcement has contracted with an independent contractor, The Media Network (TMN), to
moderate the focus groups and protect anonymity of all discussions. Groups will be conducted in Headquarters
and every Region, with employees randomly selected to ensure a good cross-section of NRC personnel.

In the next few weeks, selected employees will receive an e-mail invitation from TMN. If invited to participate,
please respond promptly so that we can stay on target for conducting the groups. Although not mandatory, your
participation is encouraged in order to assist the agency in further understanding issues raised by the OIG survey
and identifying ways to pursue continuous improvement.

Contact: Laura Gerke, Office of Enforcement, 301-415-4099



Rakovan, Lance

From:
Sent:
To:
Cc:
Subject:
Attachments:

Gerke, Laura
Friday, February 19, 2010 11:35 AM
Landau, Mindy; Rakovan, Lance
Sosa, Belkys
Focus Group Demographics
FGStatusdraft.doc

I've attached the draft listing of focus group demographics which will help us explore issues of both agency-
wide interest as well as a few targeted offices who were outliers. With the exploding office interest in everyone
having their own groups, and as I discussed with both Belkys and Mindy today, I'm also exploring with the
contractor whether they can support a second go-round of groups that would target office-specific interests (but
there would also need to be parameters around that). OE has the money to support a second round; but we
don't currently have staff to support, plus we have to keep on track to get started with these before the March
30 Comm Mtg.

Once I confirm with the contractor about addl groups in late spring/early summer, then I'll send out the
attached to my office safety culture contacts, hopefully, Monday; I've had detailed discussions with almost all of
them already.

Laura

Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov

1



Focus Groups

The purpose of the focus groups is to probe more deeply into areas of agency-wide
interest which were raised by the OIG Survey in order to provide data of agency-wide
benefit. Most of the groups will be composed of staff from throughout the agency; some
groups are composed of a certain office or a limited number of offices; this composition
is because those offices had distinctly different survey results in some areas for which
additional insight is needed. Each group will be asked the same set of questions so that
comparisons between groups can be made. To facilitate detailed discussion, the groups
will consist of not more than 9 people and will last for two hours.

Selection: The contractor has a staff listing and will somewhat randomly select staff to
receive an email invitation, based on a demographic, not on a specific individual.
Invitations will be sent to more than are needed, and then will be followed up with phone
calls until 9 people have confirmed.

" Engineering/scientific job function from across the agency (RES, NRO, NMSS)
" NRR engineering/scientific job function
* GGI-10
* Corporate Support Offices (ADM, CFO, OIS)
* GG-14

1 1 line supervisors
* NROGG11and12
* NMSS (mixed group with probe of supervisory issues)
* Tenure 10-15 and 20+
* HRTD and Technical Training Center
* One additional group based on early feedback from March focus groups

Dates of Headquarters Focus Groups:
March 16, 17, 18
April 14, 15, and 20

Two groups in each of the four regions:
Region I March 23 mixed group, engineering/scientific
Region II April 1 Administrative staff, engineering/scientific
Region III March 30 Mixed group of all staff; engineering/scientific job category
Region IV March 25 Administrative staff, Engineering/scientific



Faria-Ocasio, Carolyn

From: Schwartz, Maria "
Sent: Wednesday, February 17, 2010 9:08 AM
To: Faria-Ocasio, Carolyn
Subject: RE: Please remember to attend in person or call in today at 12:30 (room 0 4 B6) for OE's

Safety Culture Facilitated Meeting

Categories: OE

Carolyn,

Did you confirm with the facilitator (what is his name, please) that he is going to be here?

Maria
From: Faria-Ocasio, Carolyn
Sent: Wednesday, February 17, 2010 9:06 AM
To: Schwartz, Maria
Subject: RE: Please remember to attend in person or call in today at 12:30 (room 0 4 B6) for OE's Safety Culture
Facilitated Meeting

Thanks Maria!

From: Schwartz, Maria
Sent: Wednesday, February 17, 2010 7:35 AM
To: Arrighi, Russell; Bowman, Gregory; Burrell, Michael; Cai, June; Coleman, Nicole; Crutchley, Mary Glenn; Day,
Kerstun; Faria-Ocasio, Carolyn; Furst, David; Gerke, Laura; Ghasemian, Shahram; Gulla, Gerald; Hasan, Nasreen;
Hernandez, Pete; Ibarra, Jose; Keefe, Molly; Lopez, Lucia; Nibert, Patty; Pedersen, Renee; Reinert, Dustin; Rossi,
Roberta; Sapountzis, Alexander; Schwartz, Maria; Sreenivas, Leelavathi; Starkey, Doug; Summers, Robert; Vito, David;
Woods, Susanne; Wray, John
Subject: Please remember to attend in person or call in today at 12:30 (room 0 4 B6) for OE's Safety Culture Facilitated
Meeting
Importance: High

Maria E. Schwartz
Concerns Resolution Branch
Office of Enforcement
U.S. Nuclear Regulatory Commission
(301) 415-1888

I



Faria-Ocasio, Carolyn

From: Gerke, Laura
Sent: Thursday, February 25, 2010 12:43 PM
To: Faria-Ocasio, Carolyn
Subject: RE: Status of OE's Safety Culture Action Plan

Carolyn,
Thanks, I'll ask Lucy to send a schedule change.
Laura

From: Faria-Ocasio, Carolyn C)E
Sent: Thursday, February 25, 2010 12:36 PM
To: Gerke, Laura
Subject: RE: Status of OE's Safety Culture Action Plan

Laura, just a heads up. I spoke to Roy in the hallway and he expressed his interest in participating in
Wednesday's meeting and asked if we could do it in his office.

From: Gerke, Laura (D__
Sent: Thursday, February 25, 2010 12:16 PM
To: Zimmerman, Roy
Cc: Nibert, Patty; Schwartz, Maria; Faria-Ocasio, Carolyn; Sosa, Belkys
Subject: Status of OE's Safety Culture Action Plan

Roy,
We are in good shape for developing OE's Plan. Due to the snow, EDO is giving offices a one week extension
to March 8, which OE has been given. We're taking a team approach (those on cc) to developing OE's plan.

We met with Belkys earlier this week to strategize how to develop the plan and then we're meeting next week
for a brainstorming session to draft it. The draft will then be ready for your review the afternoon of March 3.
Our inputs to the plan are the survey data, Maria's notes from the facilitated discussion, Carolyn's summary of
individual anonymous feedback forms she's received from staff, and Maria's review of SBCR diversity and
inclusion questions to highlight 3 for OE to include in the plan (all offices have to include 3). From my work on
agency-wide issues and with EDO, I also have suggestions for actions to include in the plan that would meet
EDO expectations.

OE's on track!

Laura
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Williams, Joseph '0

From: Johnson, Michael
Sent: Tuesday, February 23, 2010 10:40 AM
To: Tracy, Glenn; Johnson, Debby
Cc: Williams, Joseph
Subject: RE: Safety Culture Focus Groups

Categories: Red Category

Let's hold and see if OE can be more responsive. That vehicle would obviously be our first choice. If that
doesn't work, I agree totally that we should go with alternative approaches.

Michael Johnson, Director
Office of New Reactors
301-415-1897
michael.iohnson@nrc.gov

From: Tracy, Glenn
Sent: Tuesday, February 23, 2010 9:18 AM
To: Johnson, Michael; Johnson, Debby
Cc: Williams, Joseph
Subject: RE: Safety Culture Focus Groups

Debby,

perhaps we can conduct our own little smaller scale review, led by you and Bob Lappin for one day?

From: Gerke, Laura
Sent: Friday, February 19, 2010 11:19 AM-,-'
To: Johnson, Michael; Johnson, Debby
Cc: Williams, Joseph; Tracy, Glenn
Subject: RE: Safety Culture Focus Groups

Mike,
Currently, only 12 focus groups, composed of 9 employees each, will be conducted at HQ. I'm trying to
balance the main purpose of the groups, eliciting addl insight for agency-wide action, with offices' interest
in their own groups. As we noted from the get-go, we can't accommodate all interests.

Here's the slice I made: NRO 11 and 12 was the only office that had that grade level with significantly less
favorable responses, so that could argue for a group to delve into why. GG 1-10 agency-wide, however,
had less favorable responses, which argues for an agency wide group.

I'm getting many responses from offices that want their own groups, but we can't accommodate while
keeping to the schedule and addressing agency-wide issues. Because of the interest expressed, however,
I've discussed with both my mgmnt and EDO about having a second go-round of focus groups that would
be devoted to office-specific issues. There would need to be parameters around that as well so we're not
overwhelmed, but I hope that will be responsive. I'll know by early next week if that's doable and when.
And of course, all this interest is good because it does lead offices to continous improvement and
actionable items .... just can't do that many groups initially.

I'd be happy to discuss this with you further if needed.

Laura
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Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov

From: Johnson, Michael
Sent: Thursday, February 18, 2010 4:02 PM
To: Gerke, Laura; Johnson, Debby
Cc: Williams, Joseph; Tracy, Glenn
Subject: Re: Safety Culture Focus Groups

Thanks Laura. I want to also include gg--1Os. I very much want to understand NRO strengths/opportunities. Would
like to ensure whatever we do covers as a minimum those issues.
from my bberry

From: Gerke, Laura
To: Johnson, Debby
Cc: Williams, Joseph; Tracy, Glenn; Johnson, Michael 0
Sent: Thu Feb 18 14:10:48 2010
Subject: Safety Culture Focus Groups

Debby,
I'll be sending out a summary email soon to agency safety culture contacts about the focus group dates,
topics, and composition, but wanted to give you a response to NRO's interest. In addition to the agency-
wide groups, per your request, we plan to conduct a focus group composed of NRO GG 11-12; however, I
need from you the specific areas of interest. This group, like all the other groups, will be asked the same
set of core questions (so that comparision can occur); however, it will include an addl probe into areas you
provide. NRO staff is also likely to be invited to participate in groups for other demographics such as GG-
14, GG 1-10, and engineering/scientific. The moderator will ask thematic questions, rather than repeating
specific questions from the survey. The contractor, who is a specialist in focus groups, tells me that this
approach elicits broader discussion resulting in good insight. Your specific questions would be covered by
these themes.

Let me know if you have any questions,
Laura

Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov

From: Johnson, Debby
Sent: Friday, January 29, 2010 8:16 AM
To: Gerke, Laura
Cc: Williams, Joseph; Tracy, Glenn; Johnson, Michael
Subject: RE: OE Focus Group Topics
Importance: High

Laura,

Mike Johnson is particularly interested in understanding what is driving concerns on the part of GG 1-10s
and GG-11s&12s in NRC. In addition to leveraging insights from the agency-wide focus groups, we would
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like to request that an externally-facilitated office-specific focus group be conducted for NRO staff to delve
into why the results for these grade levels were less positive than the results for the higher grade levels.
Please let me know how I can assist. We look forward to working with you in March/April as the focus
group is conducted.

Thanks,

Debby
415-1415

From: Gerke, Laura
Sent: Tuesday, January 26, 2010 2:06 PM
To: Johnson, Debby 0 ,
Subject: RE: OE Focus Group Topics

Debby,
The list of questions is likely to be the same with three caveats: 1) focus groups don't always get through
all the questions, so can't guarantee they'd all be asked; 2) the contractor might recommend that we have
some groups made up just of staff from corporate support offices (CFO, OIS, ADM) since they have
overlapping concerns... that doesn't affect NRO, but that group might focus on other questions; and, 3)
even if NRO isn't in a group (either they aren't invited or NRO staff might be invited but they're no shows),
insight from group discussion of these topics of interest is still likely to be helpful to NRO.

In sum, the issues of concern for NRO which you listed are going to covered in the focus groups. I'm
suggesting to folks that they include a line in their office action plans to, "tap insight gained from agency
focus groups to inform office next steps," and then when we get the contractor's report in June, that should
help refine the concerns in order to address them.

Hope this helps!

Laura

Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov

From: Johnson, Debby
Sent: Tuesday, January 26, 2010 1:14 PMVI
To: Gerke, Laura
Cc: Williams, Joseph
Subject: OE Focus Group Topics

Laura,

Several of the agency-wide focus group topics aligned with the Results to Action plan that we are
developing in NRO. Will all 12 focus groups conducted at HQ cover all 17 topics? If not, may we request
the NRO staff participate in the groups that will cover the following topics:

#2, Q14a,
#3, Q14c
#8, Q91 b
#12, Q33a / Q33b / Q16
#13, Q66
#14, Q79

19



#15, Q80c / Q80a / Q80b / Q7 / Q80d
#17

Thanks,

Debby Johnson
415-1415
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Walker, Tracy -

From: Gerke, Laura
Sent: Tuesday, February 23, 2010 12:38 PM
To: Casto, Chuck; Walker, Tracy; Heck, Jared; Bartley, Jonathan
Subject: Regional Focus Groups

Due to interest expressed, we're now planning to do, at each region, one group composed of administrative
staff and one composed of engineering/scientific staff. For confidentiality reasons, the regional data cannot be
broken out so that, for example, Reg IV will know specifically what came out of the Reg IV administrative
group; rather, there will a composite regional administrative report. It might mention that one region raised a
specific concern, but it can't say which region. For this reason, we decided it made more sense to have
administrative groups in each region since otherwise their voice might be diluted by the preponderance of non-
administrative staff. We were also considering slicing and dicing the scientific/engineering groups in different
regions by grade or tenure, but we're going with the larger focus with them as well.

After input is gained from these agency-wide focus groups, we are considering offering the service of office-
specific facilitated meetings to discuss the insights (i.e., whether the congregate regional insights apply to your
specific region). Details to follow once a decision is made.

Let me know by tomorrow if any of you have a concern about this approach; we're finalizing the demographics.

Laura

Laura S. Gerke
Acting Senior Safety Culture Program Manager
Office of Enforcement
301-415-4099 laura.gerke@nrc.gov
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Rakovan, Lance K

From:
Sent:
To:
Subject:
Attachments:

Gerke, Laura
Monday, March 08, 2010 9:22 PM
Rakovan, Lance
FW: OE Safety Culture Action Plan
2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN.docx

From: Nibert, Patty c.
Sent: Monday, March 08, 2010 4:01 PM
To: Landau, Mindy
Cc: Zimmerman, Roy; Sosa, Belkys; Lopez, Lucia; Hasan, Nasreen; Gerke, Laura; Schwartz, Maria; Faria-Ocasio, Carolyn;
Solorio, Dave
Subject: OE Safety Culture Action Plan

In response to the OIG Safety Culture and Climate Survey data, attached is the Action Plan for the Office of
Enforcement. If you have any questions/comments, please contact Belkys Sosa (Deputy Director, OE) at 415-
2741.

Thanks.

Patty Nibert
Management Analyst
Office of Enforcement
301-415-3819
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN

FOR THE OFFICE OF ENFORCEMENT

PURPOSE: This plan was developed to respond to OIG Safety Culture and Climate Survey data. OE plans to leverage results from
the survey, a facilitated discussion with the staff, and insight from agency focus group in order to maintain our strengths and improve
areas of weakness. This plan is intended to be a "living document" and may be revised as necessary to respond to future
challenges.

KEY SUMMARY AREA FOR IMPROVEMENT: Supervision/Management

SUMMARY OF SURVEY RESULTS: The 2009 OIG Safety and Culture Survey results offered opportunities for improvement in
management leadership, supervision, and engagement. Compared to other small NRC offices, OE had lower favorable scores on
questions regarding management of work unit, supervisor's ability to manage people well, and the supervisor's ability to build
teamwork.

Objective/Milestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Targeted Actual Responsibility Resources

Date End Date Completion Assigned to Needed
Date

Supervisors/Management gain feedback on January 2010 February February 17, Deputy
currency of survey data through staff meeting 2010 2010 Director
followed by facilitated discussion with staff
Share with staff gain feedback on OE Action February 2010 March 2010 Deputy
Plan Director

Review insights gained from agency-wide Summer 2010 Summer Safety
focus groups and implement applicable 2010 Culture
lessons-learned to OE Program

Manager/
* Knowledge management OE Safety
* Diversity issues Culture

contact
Develop guidelines for workload distribution March 2010 June 2010 1st line
by grade and an approach for dealing with supervisors
emergent issues
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Clarify roles and responsibilities and March 2010 April 2010 1st line
accountability for staff and supervisors supervisors/

Deputy
Director

Quarterly discussion with staff on status of March 2010 End of 3 rT qtr Deputy
the action plan FY2010 Director
Diversity and Inclusion measurement (CS5 March 2010 End of 3rd qtr Training SBCR
SBCR-04).. FY2010 Coordinator/
Question: My supervisor effectively works Deputy
with people who are of different gender, Director
racial/ethnic background or lifestyle.

Question: Employees are treated with
respect at the NRC, regardless of their job

Action Steps: Engage SBCR on ideas for
improving diversity for supervisors/managers
to promote agency EEO and diversity
management efforts through focus group and
individual staff discussions
Develop and update OE's plan for FY11 October Deputy

2010 Director
Develop and update OE's plan for FY12 October Deputy

1 1 2011 Director
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KEY SUMMARY AREA FOR IMPROVEMENT: Performance Management

SUMMARY OF SURVEY RESULTS: When compared to Headquarters in the Safety Culture and Climate Survey, the results
indicated a belief by the OE staff that the performance review process needs to be improved by indicating strengths and weaknesses
of the staff, helping to create an IDP, and identifying training and development needs.

Objective/Milestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Targeted End Actual Responsibility Resources

Start Date Date Completion Assigned to Needed
Date

Develop a tool to facilitate March 2010 Oct. 30, 2010 First Line Supervisors
supervisor/staff discussion on
performance throughout the year
including developmental opportunities
and training.

Make Office Director expectations clear
to supervisors.

Update Position Descriptions March 2010 Oct. 1, 2010 First Line
Supervisors/Managers

Offer seminars for supervisors and staff March 2010 Oct. 2010 Training Human
on promoting effective performance Coordinator/Deputy Resources
management practices Director
Training for supervisors on how to March 2010 Oct.2010 Training Human
conduct effective performance reviews Coordinator/Deputy Resources

Director
Offer seminar to staff and supervisors on March 2010 Oct. 2010 Training Coordinator/ Human
the IDP process Deputy Director Resources

Review approach to giving awards and March 2010 October 2010 Director/Deputy
discuss proposed changes Director
Develop and update OE's plan for FY11 October 2010 Deputy Director
Develop and update OE's plan for FY12 October 2011 Deputy Director
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Diversity and Inclusion measurement

The NRC is doing a good job of:
Developing its people to their full
potential.

Action steps: Conduct informative
sessions on the mentoring program,
career planning, and developmental
opportunities available in the agency.

March 2010 End of FY
2010

Training Coordinator/
Deputy Director

SBCR

Develop and update OE's plan for FY11 October 2010 Deputy Director
Develop and update OE's plan for FY12 October 2011 Deputy Director
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KEY SUMMARY AREA FOR IMPROVEMENT: Communication

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey and the OE facilitated meeting indicate
the staff believes communication within the Branches and with the Front Office can be enhanced. The staff is not satisfied with the
information they are receiving from supervisors and management.

Objective/Milestone: To enhance communication vehicles between staff and supervisors/managers.

Action Steps: Targeted Start Targeted Actual Responsibility Resources
Date End Date Completion Assigned to Needed

Date
Provide a suggestion box to staff January 2010 February February Deputy Director

2010 2010
Provide a anonymous feedback form on January 2010 February February Deputy Director
OE Website 2010 2010
Improve vertical and horizontal March 2010 First line
communications with regular scheduled supervisors/Deputy
Branch meetings Director
Have a dialogue with staff on e-mail March 2010 Deputy Director
communication effectiveness
Clarify use and expectations of branch and March 2010 Deputy Director
staff meetings
Develop and update OE's plan for FY11 October Deputy Director

2010
Develop and update OE's plan for FY12 October Deputy Director

2011
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Walker, Tracy

From: Barkley, Richard
Sent: Wednesday, March 17, 2010 11:01 AM
To: Gerke, Laura
Cc: Walker, Tracy
Subject: RE: focus group participation

We will plug for a higher reply rate tomorrow during an All Employee Meeting.

From: Gerke, Laura
Sent: Wednesday, March 17, 2010 10:55 AM
To: Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson,
Debby; Moorin, Laurette; Warner, MaryAnn; McAndrew, Sara; Solorio, Ilka; Diaz, Juan; Coates, Carlotta; McLaughlin,
Terri; Dehn, Jeff; Santiago, Patricia; Talley, Sandra; Bartley, Jonathan; Heck, Jared; Barkley, Richard; Hays, Myra
Subject: FYI: focus group participation
Importance: High

FYI, we have not been getting good responses to participate in the focus groups. My boss sent the email
below to his fellow ODs and RAs. Laura

From: Zimmerman, Roy -"
Sent: Tuesday, March 16, 2010 5:57 PM
To: Leeds, Eric; Weber, Michael; Miller, Charles; Sheron, Brian; McDermott, James; Brenner, Eliot; Schmidt, Rebecca;
Burns, Stephen; Vietti-Cook, Annette; Poole, Brooke; Doane, Margaret; Dyer, Jim; Greene, Kathryn; Howard, Patrick;
Johnson, Michael; Wiggins, Jim; McCrary, Cheryl; Boyce, Thomas (OIS); Kelley, Corenthis; Collins, Sam; Reyes, Luis;
Satorius, Mark; Collins, Elmo
Cc: Gerke, Laura; Mamish, Nader
Subject: focus group participation
Importance: High

Participation in Safety Culture Focus Groups As a followup to the March 15 Scheduling Call, I'd appreciate
your encouraging your staff to participate in the Safety Culture Focus Groups. These groups are being
conducted to gain insight into some of the survey results (e.g., why do GGI -10, those in corporate support
offices, and GG-14 have generally less favorable responses to certain survey questions?) so that targeted
actions can be developed to improve.

Background The focus groups begin this week at Headquarters, next week in the Regions with a total of
twelve groups at HQ, and two in each Region; the groups continue into April. Optimum number in a group is 9;
however, despite sending out dozens of invites for each group, some have only 2 acceptances. The Office of
Enforcement has contracted with an independent contractor, The Media Network (TMN), to send out the invites
and moderate the focus groups. Employees are randomly selected by TMN based on demographics (grade,
tenure, office, job category) to ensure a good cross-section of NRC personnel.

Poor Response Rate Our assumption is that responses are poor due to: 1) they question the invite because
it comes from outside; 2) they fear that what they say will not be confidential; 3) they are tired of surveys and
don't have the time.
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Suggested Messages 1) the email invite for this agency-sponsored activity comes from a contractor, The
Media Network, which is done to protect confidentiality so that the agency doesn't know who is invited. The
invite is the real deal; please accept if possible! If you can't attend, please RSVP so that others can be
included. 2) Steps to protect confidentiality include: the agency does not know who is invited or participates,
supervisors and staff aren't in the same groups, ground rules establish that what is said in the focus groups is
not to be discussed outside, and insight from survey discussions are reported collectively, not individually; 3)
we understand "survey fatigue" but appreciate taking just 2 hours of your time to make sure that the agency's
followup actions are targeted to the right areas. We need your voice! If anyone has questions or wants to
speak with someone in the agency rather than the contractor, they can call Laura Gerke, 301-415-4099 who,
again, will protect confidentiality and welcomes questions.
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Barnes, Robin

From: Coates, Carlotta
Sent: Wednesday, March 17, 2010 1:42 PM
To: Schroer, Suzanne; Smith, Brooke; Smiroldo, Elizabeth; Stahl, Eric
Subject: FW: focus group participation

Importance: High

fyi..

From: Gerke, Laura O .-- -
Sent: Wednesday, March 17, 2010 10:55 AM
To: Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson,
Debby; Moorin, Laurette; Warner, MaryAnn; McAndrew, Sara; Solorio, Ilka; Diaz, Juan; Coates, Carlotta; McLaughlin,
Terri; Dehn, Jeff; Santiago, Patricia; Talley, Sandra; Bartley, Jonathan; Heck, Jared; Barkley, Richard; Hays, Myra
Subject: FYI: focus group participation
Importance: High

FYI, we have not been getting good responses to participate in the focus groups. My boss sent the email
below to his fellow ODs and RAs. Laura

From: Zimmerman, Roy ".'-.
Sent: Tuesday, March 16, 2010 5:57 PM
To: Leeds, Eric; Weber, Michael; Miller, Charles; Sheron, Brian; McDermott, James; Brenner, Eliot; Schmidt, Rebecca;
Burns, Stephen; Vietti-Cook, Annette; Poole, Brooke; Doane, Margaret; Dyer, Jim; Greene, Kathryn; Howard, Patrick;
Johnson, Michael; Wiggins, Jim; McCrary, Cheryl; Boyce, Thomas (OIS); Kelley, Corenthis; Collins, Sam; Reyes, Luis;
Satorius, Mark; Collins, Elmo
Cc: Gerke, Laura; Mamish, Nader
Subject: focus group participation
Importance: High

Participation in Safety Culture Focus Groups As a followup to the March 15 Scheduling Call, I'd appreciate
your encouraging your staff to participate in the Safety Culture Focus Groups. These groups are being
conducted to gain insight into some of the survey results (e.g., why do GG1-10, those in corporate support
offices, and GG-14 have generally less favorable responses to certain survey questions?) so that targeted
actions can be developed to improve.

Background The focus groups begin this week at Headquarters, next week in the Regions with a total of
twelve groups at HQ, and two in each Region; the groups continue into April. Optimum number in a group is 9;
however, despite sending out dozens of invites for each group, some have only 2 acceptances. The Office of
Enforcement has contracted with an independent contractor, The Media Network (TMN), to send out the invites
and moderate the focus groups. Employees are randomly selected by TMN based on demographics (grade,
tenure, office, job category) to ensure a good cross-section of NRC personnel.

Poor Response Rate Our assumption is that responses are poor due to: 1) they question the invite because
it comes from outside; 2) they fear that what they say will not be confidential; 3) they are tired of surveys and
don't have the time. L r
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Suggested Messages 1) the email invite for this agency-sponsored activity comes from a contractor, The
Media Network, which is done to protect confidentiality so that the agency doesn't know who is invited. The
invite is the real deal; please accept if possible! If you can't attend, please RSVP so that others can be
included. 2) Steps to protect confidentiality include: the agency does not know who is invited or participates,
supervisors and staff aren't in the same groups, ground rules establish that what is said in the focus groups is
not to be discussed outside, and insight from survey discussions are reported collectively, not individually; 3)
we understand "survey fatigue" but appreciate taking just 2 hours of your time to make sure that the agency's
followup actions are targeted to the right areas. We need your voice! If anyone has questions or wants to
speak with someone in the agency rather than the contractor, they can call Laura Gerke, 301-415-4099 who,
again, will protect confidentiality and welcomes questions.
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Barnes, Robin

From: Coates, Carlotta
Sent: Wednesday, March 24, 2010 11:03 AM
To: Smith, Brooke; Stahl, Eric; Schroer, Suzanne; Smiroldo, Elizabeth
Subject: FW: Commission Briefing on Safety Culture
Attachments: 100330 Safety Culture Scheduling Note (5).doc

Any interest in attending?

From: Gerke, Laura b ý. ,'
Sent: Tuesday, March 23, 2010 12:34 PM
To: Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson,
Debby; Moorin, Laurette; Abraham, Susan; Warner, MaryAnn; McAndrew, Sara; Solorio, Ilka; Diaz, Juan; Coates,
Carlotta; McLaughlin, Terri; Dehn, Jeff; Valencia, Sandra; Walker, Tracy; Barkley, Richard; Bartley, Jonathan; Heck,
Jared; Hays, Myra; Cai, June
Subject: Commission Briefing on Safety Culture

If you have time and are interested, there is a Commission Briefing on Safety Culture on Tuesday, March 30 at
9:30 in the OWFN Commission Hearing Room on internal and external safety culture; I've attached the
schedule.



(::ý C,5 -ý 11 Ck ---

Draft: 3/17/10

SCHEDULING NOTE

Title:

Scheduled:

Duration:

Location:

Participants:

BRIEFING ON SAFETY CULTURE (Public Meeting)

Tuesday, March 30, 2010
9:30 am

Approx. 2 hours and 40 minutes

Commissioners' Conference Room, 1st fl OWFN

Presentation

NRC Staff 30 mi

Bill Borchardt, Executive Director for Operations
Roy Zimmerman, Director, Office of Enforcement
Laura Gerke, Acting Senior Safety Culture Program Manager
Dave Solorio, Chief, Concerns Resolution Branch, OE
James Firth, Project Manager, Rulemaking Branch B, FSME

Internal Safety Culture Topics (Ms. Gerke): loim
" Update on Actions to Implement the Internal Safety Culture

Task Force Recommendations
" Additional Analysis and Actions Based on the Results of the Office of

Inspector General's Safety Culture and Climate Survey

ins.*

ins.*

External Safety Culture Topics: 20 mins.*
* New Issues Related to the Draft Policy Statement (Mr. Solorio)
* Efforts to Work with Stakeholders on Common Safety Culture Definition

and Traits (Mr. Solorio)
" Status on Strategy and Efforts to Increase Attention to Safety Culture in

the Materials Area (Response to Commission tracking requirement.)
(Mr. Firth)

Commission Q & A 30 mins.

Alex Murray, National Treasury Employees Union Representative to the Task Force on
Internal Safety Culture, will be seated in the well. The Chairman will ask for Union
remarks as permitted under the formal meeting provisions of the Collective Bargaining
Agreement.

Break 5 mins.*
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State Representative and Stakeholders 50 mins.*

Shawn Seeley, Chair, Organization of Agreement States 10 mins.*

Power Reactors
William E. Webster, Jr., Senior VP, Industry Evaluation, 10 mins.*

Institute of Nuclear Power Operations

Materials - Industrial
Robert Link, Manager, Environmental, Health, Safety, & Licensing, AREVA 10 mins.*

Materials - Medical
Duann Vanderslice Thistlethwaite, R.Ph., BCNP, FAPhA: Society of 10 mins.*

Nuclear Medicine (SNM), Nuclear Pharmacy Re-Certification (2002),
Director, Manufacturing Compliance Triad Isotopes, Inc.

Member of the Public
Billie Garde, Attorney and Partner at Clifford & Garde, LLP 10 mins.*

Topics:
" Comments on Draft Safety Culture Policy Statement
* How Fostering and Assessing Safety Culture and How Best to Implement

the Policy Statement

Commission Q & A 50 mins.

*For presentation only and does not include time for Commission Q & A's

Documents:
Staff background material distributed March 17, 2010.
Slides due to SECY: March 23, 2010.
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Firth, James

From: Schwartz, Maria) -

Sent: Friday, March 26, 2010 11:14 AM
To: Cai, June) o
Cc: Zimmerman, Roy; Solorio, Dave; Jarriel, Lisamarie; Gerke, Laura; Barnes, Valerie; Hudson,

Daniel; Ibarra, Jose; Firth, James; Sapountzis, Alexander
Subject: RE: Borchardt comments for Commission brief 3-30.doc
Attachments: Final comments for Commission Brief.doc

June,

Thanks so much for your comments. There are some good phrases but substantively, I think by COB
yesterday, we had said the same thing. We did tweak even what you commented on (especially the internal
information which Laura revised along the same line that you suggested but had not yet seen (re, the comment
on "results" which was substantive)). We sent the attached upstairs yesterday and they may add a few words
too but if they don't, I think what we provided works very well.

Please see the attached.

Maria

From: Cai, June.o 0
Sent: Friday, March 26, 2010 7:09 AM
To: Zimmerman, Roy; Schwartz, Maria; Solorio, Dave; Jarriel, Lisamarie; Gerke, Laura; Barnes, Valerie; Hudson, Daniel;
Ibarra, Jose
Subject: RE: Borchardt comments for Commission brief 3-30.doc

See comments attached.

Thanks

June

From: Zimmerman, Roy/by-- (," .. -.
Sent: Thursday, March 25, 2010 10:57 AM
To: Schwartz, Maria; Solorio, Dave; Jarriel, Lisamarie; Gerke, Laura; Cai, June; Barnes, Valerie; Hudson, Daniel; Ibarra,
Jose
Subject: Borchardt comments for Commission brief 3-30.doc

pls markup (improve the open remarks) and send in Maria's direction, asap, thx

I
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Good morning Chairman, Commissioners. This morning the staff will provide an update on
safety culture. The Commission's draft policy statement indicates that a strong safety culture is
an essential element for individuals, both internal and external to the NRC, performing or
overseeing regulated activities. We will be speaking about our efforts to maintain a positive
safety culture within NRC and our efforts to increase attention that others give to safety culture.
Both have a common foundation - basically, the manner in which work is approached, whether
it is by the NRC staff or those we regulate. The values and related traits and behaviors that are
espoused must be modeled by leadership and nurtured to achieve a strong focus on safety.

The positive results from the 2009 OIG Safety Culture and Climate survey indicate that the
manner in which we approach our work is well aligned with our values and our mission
statement. Recommendations from last year's Internal Safety Culture Task Force Report
combined with the survey results, gives us a roadmap to maintain our strengths and improve
areas warranting attention as we develop our internal safety culture program. One area in
which we have additional work to do is our focus on an open, collaborative work environment.
Last November, at the NRC's Senior Leadership Meeting, Agency managers agreed on the
importance of ensuring that our employees are well acquainted with the tenets of an Open,
Collaborative Work Environment and that management needs to model these tenets routinely.
This will help us evolve as an organization and encourage even greater grass roots solutions to
problems.

Our external safety culture initiative is based on lessons learned which recognize that a weak
safety culture often preceded events that had a potentially negative impact on public safety and
the environment. This is true in the areas of both safety and security. Through issuance of our
draft safety culture policy statement for public comment and outreach initiatives, we are
engaging a broad range of external stakeholders. In addition, the staff has been collaborating
with these external stakeholders to develop a common definition of safety culture and a set of
overarching traits and behaviors that can be used by NRC, the Agreement States, licensees,
certificate holders, and others, as we work to finalize the draft policy statement that will be
provided to the Commission for its approval next March.

With that overview, let me turn to Roy Zimmerman, the Director of our Office of Enforcement to
introduce the staff at the table and provide a few words on today's agenda.



Cai, June

From: Zimmerman, Roy Os-
Sent: Monday, April 26, 2010 5:40 PM
To: Cai, June
Cc: Solorio, Dave
Subject: FW: SLM Updated Agenda, Handouts and Directions
Attachments: Agenda Spring 2010 (5).doc; OCWE - Safety Culture Follow-Up.doc; Safety Culture

Summary.doc; SLMListeningSessions.doc; Sam Collins Senior Management Meeting
Presentation - April 2010.ppt

June, here is the info I mentioned at the morning mtg. if you take a look at the safety culture/OCWE info, you
will see OE addressed in a number of places. If you have a few minutes on tuesday to craft a half dozen talking
points that you think I should raise during the dialogue, it would be useful. One bullet you can help me with is
an update on the focus groups... how many conducted, left to go, any preliminary results, etc, thx

From: Langlie, Liz -
Sent: Thursday, April 22, 2010 6:09 PM
To: Ash, Darren; Borchardt, Bill; Virgilio, Martin; Mallett, Bruce; Mamish, Nader; Schaeffer, James; Brenner, Eliot; Collins,
Elmo; Collins, Sam; Moore, Scott; Dyer, Jim; Hackett, Edwin; Burns, Stephen; Greene, Kathryn; Howard, Patrick;
Johnson, Michael; Kelley, Corenthis; Leeds, Eric; McCrary, Cheryl; McDermott, James; Miller, Charles; Poole, Brooke;
Reyes, Luis; Satorius, Mark; Schmidt, Rebecca; Sheron, Brian; Vietti-Cook, Annette; Weber, Michael; Wiggins, Jim;
Zimmerman, Roy; Itzkowitz, Marvin; Boyce, Thomas (OIS); Doane, Margaret
Cc: Landau, Mindy; Ellmers, Glenn; Taylor, Renee; Cianci, Sandra; Davis, Chon; Garland, Stephanie; Riner, Janet; Pulley,
Deborah; Wright, Darlene; Akstulewicz, Brenda; Belmore, Nancy; Hudson, Sharon; Lesiak, Karen; Blaney, Stephanie;
Casby, Marcia; Thomas, Loretta; Walker, Dwight; Savoy, Carmel; Ross, Robin; Salus, Amy; Lopez, Lucia; Boyd, Lena;
Higginbotham, Tina; Flory, Shirley; Matakas, Gina; Miles, Patricia; Buckley, Patricia; Owen, Lucy; Hudson, Jody; Barry,
Christopher; Langlie, Liz; Blake, Kathleen; Herr, Linda; Crawford, Carrie; Lepre, Janet; Pace, Patti
Subject: SLM Updated Agenda, Handouts and Directions

Dear All,

We look forward to your participation at the Spring Senior Leadership Meeting (SLM), April 28-29, 2010, at The
Legacy Hotel in Rockville, Maryland. The Legacy Hotel is located at 1775 Rockville Pike. The phone number
is 301/881-2300 and the fax is 301/881-4411.

Directions from NRC Headquarters:
From Marinelli, take a right onto Rockville Pike. The Legacy is located approximately 1 mile down on the
left. Phillips Seafood Restaurant is located directly next to the hotel so you will see a sign for Phillips and the
hotel. Take a left into the hotel driveway from Rockville Pike. You will then go down a ramp and straight
ahead into a parking garage (the ramp is located to the right of Phillips and The Legacy). Please go to the fifth
or sixth floor of the garage for complimentary parking (the other floors of the garage are reserved for residents
of that building). Please note that the front entrance of the hotel is located at the bottom of the ramp.

For your reference, attached is an updated Agenda, Safety Culture documents, Listening Sessions document
and Sam Collins' SLM presentation. We will send you any further material we receive prior to the conference.

Please don't hesitate to contact me should you have any questions. Thank you and see you soon!

Liz

Liz Langlie
Administrative Assistant to Marty Virgilio, DEDMRT



Office of the Executive Director for Operations
0-17H11
301-415-1705
liz.langlie@nrc.gov
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Rakovan, Lance 86
From: Gerke, Laura
Sent: Wednesday, April 21, 2010 7:56 AM
To: Rakovan, Lance; Landau, Mindy; Ellmers, Glenn; Cai, June
Subject: RE: Safety Culture Survey summary
Attachments: FinalSummary.doc

I believe Mindy noted that more plans mentioned KM, but that's not captured in the attached.
Laura

From: Rakovan, Lance
Sent: Wednesday, April 21, 2010 7:53 AM
To: Gerke, Laura; Landau, Mindy; Ellmers, Glenn; Cai, June
Subject: RE: Safety Culture Survey summary

yes, we're talking about the summary. I just wanted to make sure we have whatever version you provided as
part of the comission bryifing

Fromn:Gerke, Laura
Sent: Wednesday, April 21, 2010 7:46 AM
To: Rakovan, Lance; Landau, Mindy; Ellmers, Glenn; Cai, June
Subject: RE: Safety Culture Survey summary

Lance,
I don't know what the document is; I've cc'd June. The only summary document that comes to mind is the
large OIG report Evaluation Report from September 30, OIG-09-A-1 8.

Or is Mindy referring to the summary of office safety culture action plans which you prepared, Lance?
Laura

From: Rakovan, Lance k -,ý r
Sent: Wednesday, April 21, 2010 6:35 AM
To: Gerke, Laura
Cc: Ellmers, Glenn
Subject: FW: Safety Culture Survey summary

Laura -

Can you send us the final version?

-lance

From: EIlmers, Glenn

Sent: Tuesday, April 20, 2010 10:21 AM
To: Rakovan, Lance
Subject: Safety Culture Survey summary

Lance,
Where can I find this (document that was prepared for Laura Gerke)? Mindy thinks it might be useful to hand
out at the SLM. f . I -

1



Thanks,
Glenn
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2009 NRC OIG Safety Culture & Climate Survey
Post-Survey Actions

Overview
The 2009 NRC Office of Inspector General (OIG) Safety Culture & Climate Survey was
conducted May 4-22, 2009, and 87% of staff participated in the survey. The agency is taking a
number of actions involving the survey results in order to maintain strengths and improve areas
of weakness. These actions include:
* creating and implementing action plans based on survey results;
* focusing agency senior leadership on follow-up initiatives;
" conducting targeted focus groups to fully understand trends and issues identified by survey

data; and
• conducting a debrief with representatives from ISR, the contractor who performed the

survey, to discuss the survey and follow-up actions.

Action Plans
In October 2009, ISR, the contractor who performed the 2009 OIG Safety Culture and Climate
Survey, hosted "Results to Action Workshops" to assist the Offices and Regions in analyzing the
results of the survey and translating them into actions. Nineteen action plans were received by
OEDO (ACRS, ADM, CSO, FSME, HR, NMSS, NRO, NRR, NSIR, OGC, OE, 01, OIP, OIS,
RES, RI, RII, Rill and RIV). These plans are considered living documents, with revisions
occurring based on implementation and focus groups' insight.

The following table provides the occurrence of various key areas in the office action plans:

Action Plan Key Area Occurrence in Office
Action Plans

Training and Development 10
Open, Collaborative Working Environment 9
Performance Management 7
Supervision 6
Organizational Change 6
Communication 6
Management Leadership 5
Workload and Support 4
Diversity* 3
Quality Focus 3
Working Relationships* 2
Empowerment 2
Knowledge Management* 2
Engagement 1
NRC Mission & Strategic Plan 1
Staying Connected* 1
Expressing Differing Views and Addressing
Employees Fear of Making Mistakes* 1

* key area from action plan that was not a category of the survey

Example actions for the top eight key areas are provided below.

1



Training and Development
" CSO: promote cross-training within office
* OGC: revive their Professional Development Committee whose purpose is to plan training,

programs and seminars for staff.
" OIP: develop branch qualification plans
* Region II: review process for considering training requests

Open, Collaborative Working Environment (OCWE)
" Several offices: create a suggestion box and/or conduct focus group sessions focusing on

OCWE.
" NRO and NRR: invite OE to a seminar on the Differing Views Program
* OIS: conduct Quarterly "brown bag" lunches with the office director and monthly meetings

with the office director and branch chiefs to promote discussions on OIS's commitment to
customer service and how they support the agency mission.

* Region II: review processes which would benefit from increased collaboration

Performance Management
* Several offices: include in performance appraisal and mid-year's discussions why and how

to create Individual Development Plans
* OE: Develop a tool to facilitate supervisor/staff discussion on performance throughout the

year including developmental opportunities and training
* Region IV: seek staff input on ways to improve in this area

Supervision
* NSIR: focus on maintaining the strengths the survey showed for NSIR in this area
" Region II: conduct 360 assessments of all managers and supervisors and support

supplemental training needs resulting from the 360 assessments

Organizational Change
" NRO: develop a management tool for Branch Chief rotations to facilitate continuity in the

leadership and direction of the branch.
* Region I1: develop and pilot use of a Branch Chief turnover list

Communication
0 Several offices: improve upon the information provided through their office websites to better

inform staff.
* OE: clarify expectations for branch and staff meetings
* 01: routine conference calls between supervisors and investigation staff
0 Region II: improve communication of management changes using Region II staff meetings

and newsletter

Management Leadership
* NRR: Implement revision to NRR Office Instruction LIC-504 (Integrated Risk-Informed

Decision-Making Process for Emergent Issues) to facilitate decision-making documentation
" NSIR: develop approach to better prioritize work and report on results

Workload and Support
* NMSS plans to: Review organizational structure and resources to enhance effectiveness

and efficiency to accomplish the mission while ensuring flexibility to prepare for the future

2



and respond to change. Enhance availability of resources, revise workload and processes
to align with resources, and enhance employee awareness of NMSS and NRC alignment
efforts.
OE: clarify roles and responsibilities

Additionally, offices were asked to incorporate into their action plans the "Diversity and Follow-
Up Actions" they were previously asked to create by the Office of Small Business and Civil
Rights (SBCR). By including these diversity and inclusion measures, they met performance
measure CS-SBCR-04 which was referenced in Jim Dyer's November 12, 2009 memorandum,
"FY2010 NRC Corporate Support Measures." These diversity and inclusion actions were woven
through most of the office's action plans and are being examined by SBCR.

Agency Senior Leadership Initiatives
The focus of the Fall 2009 Senior Leadership Meeting (SLM) was internal safety culture,
including how to move forward with the survey results. Agency senior management agreed to
concurrently develop office action plans while working on agency-wide actions, including:
* Focusing on our OCWE communications and programs, and identifying and implementing

more effective tools for communicating with all employees on OCWE, as well as
emphasizing their connection to the mission, including corporate and support offices;

* Emphasizing our Knowledge Management strategies related to capturing the knowledge of
retiring employees and others moving around the agency;

* Highlighting "staying connected" for those offices remotely located at HQ;
" Looking for ways to enhance internal communication mechanisms; and
" Identifying and implementing more effective tools for communicating expectations from

management, for giving more timely feedback on performance and for communicating
rationale for agency wide decisions.

Agency-wide Focus Groups/Office-Specific Discussions
In addition, the Office of Enforcement (OE) has contracted with The Media Network, an
experienced focus group consultant, to conduct agency-wide focus groups. The purpose of
these groups is to fully understand trends and issues identified by survey data which the
agency's Internal Safety Culture Task Force did not identify or include in the scope of its
activities (SECY-09-0068, "Report of the Task Force on Internal Safety Culture," dated April 27,
2009). The focus groups will consist of a diverse mix of Headquarters and Regional staff by
grade, tenure, office, and position title. A total of twenty groups will be conducted: twelve at
Headquarters and two at each of the four regional offices. They are being conducted in the
March/April timeframe with final results provided in June. This additional perspective will then
be used to inform development of appropriate effective actions. Furthermore, OE is exploring
the possibility of conducting office-specific facilitated discussions later this spring as a means for
offices to gather information on the issues most directly affecting their staff.

Debrief with OIG Survey Contractor, ISR
ISR intends to return in May to meet with a group of staff and management to discuss:
* Problems staff encountered with reading, understanding and prioritizing results after the

Results to Action sessions;
* Issues in conducting data analysis within the survey results;
" Experiences in communicating results to leadership;
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" Resulting actions taken in response to identified issues; and
" Strengths and opportunities for improvement for the post survey process and

recommendations for any changes.

Lessons Learned
While the agency is continues to analyze and act on the survey results, a few lessons have
already been learned.

* Although guidance on action plan content and format was provided to the offices, the
resulting action plans contain a wide spectrum of depth and detail. Additionally, the plans
received review/approval by different levels of office management. More guidance on
creating action plans should be provided to offices following future surveys. On a positive
note, many offices included language in their plans noting the need to periodically (e.g.,
quarterly, end of each FY) reflect on and assess actions to date to determine if action plan
adjustments are needed.

* Although the intent was for all offices to create action plans, in some cases, the survey
results of a few smaller offices had to be combined to ensure anonymity. Since these
offices did not receive office-specific results on which to base actions, a few of these offices
decided t6 not create an action plan; instead, they plan to tap into agency-wide efforts to
improve.

* Consider having a shorter timeframe between the OIG workshop and action plan creation
(currently, five months) in order to show staff that the agency is acting on results while the
training and survey are still fresh in their minds.

* After reviewing the utility of this year's focus groups, consider the best time to conduct them
in the future with the goals of gaining insight, keeping the data current (i.e., the survey data
is now nearly a year old), providing a mechanism to remind staff of survey and actions, and
helping the office and agency to keep their plans current.

Conclusion
The agency is taking a number of actions involving the results of the 2009 OIG Safety Culture
and Climate Survey in order to maintain strengths and improve areas of weakness. These
actions will be on-going to ensure that actions do not lose momentum between now and the
next survey.
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Williams, Joseph Q- -"

From:
Sent:
To:
Subject:
Attachments:

Categories:

Pedersen, Renee
Tuesday, April 06, 2010 4:08 PM
Williams, Joseph
RE: Office Liaison TAC
DVOLs Handbook.doc

Red Category

Joe,

The answer to your question, is on page 4 of the handbook.

Ren~e

How do I charge my time?

Time spent functioning as a DVOL should be charged to Activity Code ZGO060 (DIFFERING VIEWS OFFICE LAISON).

From: Williams, Joseph m...
Sent: Friday, April 02, 2010 3:17 PM g (0
To: Pedersen, Renee
Subject: Office Liaison TAC

Renee,

Is there a TAC for the Differing Views Office Liaisons? If so, I'd like to use it for my assignment as Differing
Views Champion/DVOL for NRO.

Thanks.

Joe
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Differing Views Office Liaison's Handbook

This handbook is designed to help DVOLs understand their roles and responsibilities in helping
to foster an open, collaborative working environment and communicate the various ways that
employees can raise differing views.

It is intended to supplement information on the Differing Views Web site and the Differing Views

Community of Practice in the NRC Knowledge Center.

It includes convenient, high-level facts about:

" DVOLs
• Open, collaborative working environment (OCWE)
" Performance expectations for supporting an OCWE
* Open Door Policy
• Non-Concurrence Process (NCP)
* Differing Professional Opinions (DPO) Program
* Differing Views Resources
• NRC Team Player Success Stories

It includes copies of:

* MD 10.160 (Open Door Policy)
* MD 10. 158 (NCP)
* MD 10.159 (DPO Program)
* Supervisor's Handbook, Open, Collaborative Working Environment & Ways to Raise

Differing Views.
* NRC Knowledge Center desk guide

It also includes a copy of a draft revision of MD 10.159

Does this handbook have all the answers?

NO!! It is a work in progress. A progress, like safety culture, that never ends.

Need more information? Have a suggestion for additional content? Need HELP!?

Contact: Ren6e Pedersen
Differing Views Program Manager
(301) 415-2742
email: DifferinaViews.Resource(anrc.qov



The Big Picture

Characteristic of Safety Culture

" The NRC strives to establish and maintain an open, collaborative working environment
(OCWE) that encourages all employees and contractors to promptly voice differing views
without fear of retaliation.

" Part of NRC Values in respecting diverse views.

* Included on NRC public Web site.

Performance Expectations for Professional Behavior

" Expectations identified on "Be an NRC Team Player Poster"

* High standard of involvement

• Maximizes potential of employees

" Improves decision-making

* Shared responsibility for positive two-way communications

Diverse Infrastructure to Support Conflict Resolution

* Open Door Policy

* Non-Concurrence Process

* Differing Professional Opinions Program

Management Support

* Chairman, Commission, NRC high-level managers champion OCWE

Oversight

* Differing Views Program - reports to Office of EDO through Office of Enforcement

* Communication - Internal Web site

• Training - New Employee Orientation; Supervisor Training; All Hands Meetings

* Evaluation - Program reviews

Recognition
* NRC Team Player Success Stories



Differing Views Office Liaisons (DVOLs)

What is a DVOL?

DVOLs are designated employees in each office who are responsible for communicating and
championing the NRC's expectations for establishing and maintaining an open, collaborative
working environment (OCWE).

DVOLs are knowledgeable about the various ways to raise mission-related differing views,
including the Open Door Policy, the Non-Concurrence Process (NCP), and the DPO Program.

DVOLs can answer employee questions and offer advice about raising and pursuing differing
views and honor any request for confidentiality.

DVOLs assist Office Directors (ODs) and Regional Administrators (RAs) implement the DPO
process (e.g., communicating the status of DPOs, tracking follow-up actions, coordinating
records releasability reviews, etc.). This assistance will facilitate coordination and
communications with the DVPM and help ODs and RAs stay in process.

DVOLs help evaluate the NCP and the DPO Program and make recommendations for revisions
in the respective Management Directives, thus eliminating the need for ad hoc task groups and
improving the effectiveness and efficiency of process revisions.

DVOLs help develop and promote initiatives designed to recognize the value of differing views,
such as NRC Team Player Success Stories.

DVOLs have a high-level working knowledge about other agency processes and programs such
that they can refer employees to other avenues that may be appropriate to address concerns
outside the scope of the Differing Views Program.

DVOLs can provide feedback to individuals they have directly observed exhibiting behaviors
that are inconsistent with maintaining an OCWE and can offer advise.

Example: "Joe, can I give you some feedback? This morning in the staff meeting you didn't
allow Sally to completely explain her idea. Unfortunately, this could chill the work environment
and cause some people to feel uncomfortable raising new ideas in our meetings. Can I offer
you some advice? Apologize to Sally today and ask her to share her idea at the next staff
meeting. At the next staff meeting apologize to Sally and the group for not giving her the
chance to completely explain her idea. Let the group know that you really do want them to feel
comfortable raising issues (even when they are different than yours). And it's a good idea to
thank Sally after she's explained her idea."

Example: "Sue, can I give you some feedback? I've heard you talk about your concerns about
the draft inspection procedure. Have you explained this to John? I don't think our management
is aware of these issues. I'm sure John would be interested in hearing your views. Your
perspectives could really make a difference on this agency-level procedure. Why don't you see
if you can talk to him?"



Differing Views Office Liaisons (DVOLs)

A DVOL is not...

A DVOL is not a substitute for other processes or positions (e.g., EEO counselor, grievance
process, ethics counselor, discrimination complaints, OIG, NTEU, EAP). If you are approached
with issues outside the scope of the Differing Views Program, you should attempt to direct the
employee to the appropriate contact or program. If you are not sure how to address the issue,
refer the individual to the Differing Views Program Manager.

A DVOL is not responsible for investigating and correcting allegations of behaviors that are not
consistent with maintaining an OCWE. If you are contacted about behaviors that don't support
an OCWE (e.g., "My supervisor shut my idea down in the middle of our staff meeting before I
had a chance to fully explain it."), you should refer the individual to the Differing Views Program
Manager.

When and why was the position established?

The EDO established the position in a memorandum dated March 3, 2008 (ML080170206).

Given the dynamic changes anticipated for the regulatory environment, it is important that the
agency have a diverse infrastructure and adequate support mechanisms to address differing
views expressed by NRC employees and contractors. It is also important that employees can
easily identify resources for differing views.

Who are the DVOLs and how will the information be communicated to the staff?

The EDO will issue a Yellow Announcement (after DVOLs have been trained) highlighting
DVOLs as a resource available to employees with differing views.

DVOLs will be identified on the Differing Views Web site of the NRC's intranet. (Current contact
list included.)

DVOLs will also be identified on the Organization Web page under Office Contacts.

How do I charge my time?

Time spent functioning as a DVOL should be charged to Activity Code ZG0060 (DIFFERING
VIEWS OFFICE LAISON).



Open, Collaborative Working Environment (OCWE)

What is OCWE?

OCWE is a large component of internal safety culture.

Safety culture is defined as the complex sum (or whole) of the mission, characteristics, and
policies of an organization, and the thoughts and actions of its individual members, which
establish and support nuclear safety and security as overriding priorities.

OCWE is similar to safety conscious work environment (NRC's expectations for safety culture in
nuclear industry).

Like safety culture, OCWE includes procedures and programs and people (including their
attitudes and behaviors)

OCWE is more than a morale issue, it is a safety issue.

OCWE is identified as part of our NRC Values.

OCWE is included on the NRC's public Web site on the NRC Values page.
Go to www.nrc.qov> About NRC> Values> Open, Collaborative Working Environment

The NRC strives to establish and maintain an open, collaborative working environment
that encourages all employees and contractors to promptly voice differing views without
fear of retaliation. At the NRC, we encourage trust, respect, and open communication to
foster and promote a positive work environment that maximizes the potential of all
individuals and improves our regulatory decision-making. We expect individuals to be
NRC Team Players.

When and how was it established?

OCWE was established in 2007 in response to a Commission directive to showcase the
agency's support of differing views in the decision-making process.

OCWE was posted on the NRC's public Web site in 2007.

OCWE was communicated to the staff in Yellow Announcement 027, issued March 19, 2007.

How is it being communicated and championed?

The Chairman, Commission, and high-level managers are actively communicating and
championing OCWE. (See speeches and articles on the "In the News" Web page on the
Differing Views Web site. http://www.internal.nrc.gov/OE/dva/dvanews.html)

The DVPM and DVOLs communicate and champion OCWE through multiple venues, such as
new employee orientation, new supervisor training, and all hands meetings.



Performance Expectations

What are NRC's performance expectations for supporting an OCWE?

NRC's performance expectations are included on the "Be an NRC Team Player" poster.

There are an equal number of performance expectations for employees (speak out, speak up,
speak often) and managers (listen openly, judge fairly, act accordingly).

This reflects NRC's expectation for shared responsibility in positive two-way communication to
support effective decision-making.

Active listening and responsive feedback on the disposition of issues is critical to successful
communication.

Respect is a critical behavior for all employees.

Can't the "team player" concept send a mixed message (i.e., don't rock the boat)?

The "team player" tagline is intended to be provocative.

It provides an opportunity to recognize that in some organizations, being a "team player" means
accepting management's preliminary views during the decision-making process and not "rocking
the boat."

It also provides an opportunity to positively define that an "NRC Team Player" is held to a high
standard of involvement in the agency's decision-making process. NRC employees are
expected to "get in the game" every day. Differing views are a normal and expected part of the
decision-making process. Differing views should be encouraged and celebrated.

You play a vital role in ensuring that all employees understand what it takes to be an
NRC Team Playerl



Open Door Policy

* Established in 1976.

* Management Directive 10.160, "Open Door Policy."

* Informal process an employee can use to initiate meeting with any NRC manager,
including a Commissioner or the NRC Chairman.

* Applies to any matter of concern to an employee.

* An employee may request an Open Door meeting directly with the selected manager or
supervisor without the approval of the intermediate management.

* An employee is not obligated to notify their supervisor when they have engaged in an

Open Door Meeting.

* Employees may request confidentiality.

* Although managers should, to the extent practicable, consider issues and concerns
brought to them, the MD does not require a response, verbal or written.

* Employees may engage in the Open Door Policy while they are engaged in either the
NCP or DPO process.

* Note: It may be inappropriate for any of the Commissioners to meet with an employee
and discuss his or her issues if those issues relate to an ongoing proceeding in which
the Commission has an adjudicatory role. See 10 CFR 2.348, Separation of Functions,
subsection (c).



Non-Concurrence Process (NCP)

* Established 2006.

• Draft Management Directive 10.158, "Non-Concurrence Process."

* The NCP applies to all documents undergoing concurrence. The NCP applies equally to
administrative issues, policy issues and technical concerns.

" Non-concurrence is part of the normal NRC document review and concurrence process.

* The NCP does not set separate schedules for documents involving non-concurrences.

* The NCP does not require independent review; non-concurrences are addressed by the
individuals normally responsible for documents in concurrence.

* NCP includes two-way communication.

" The NCP is a three-part process consisting of: 1) the initiation of a non-concurrence;
2) the document sponsor's review; and 3) the document signer's review.

" Document sponsors (think document Sherpa) help to facilitate the NCP and guide the
subject document through the concurrence process. They circulate the non-
concurrence, make changes to the subject document, as necessary, and document the
final disposition of the individual's issues.

* The NCP requires use of NRC Form 757 to facilitate the process. Non-concurring
individuals and those responding to non-concurrences must use the form.

" The NCP is open to those on document concurrence, and to document reviewers and
contributors provided they were assigned by supervisors to perform these roles.

* Even when employees do not meet the applicability of the procedures, document signers
should be encouraged to allow employees to engage in the NCP if they have legitimate
reasons for providing information to decision-makers (actively engaged in issue, but not
asked to concur). The simple question should be whether this information can add value
and help inform our regulatory decision-making.

* Engaging in the NCP is an employee's choice (supervisors cannot request that
employees file non-concurrences).

* If an employee does not agree with a document, he or she may either:

1. submit their concerns using the NCP form, or
2. request to be removed from concurrence. In other words, employees can

verbally express a differing view and choose NOT to engage in the NCP.
However, document sponsors must assure the adequacy of the concurrence
chain and make document signers aware of important concerns that resulted in
the request.



Non-Concurrence Process (NCP)

* Section C should include a complete and focused response to the individual's issues. If
the individual expressed five issues, Section C should address five issues in a complete
and focused manner.

" Document sponsors may consider generating a summary of the individual's concerns
and sending it to them in order to establish a common understanding of the concerns.

" Document sponsors do not need to share or negotiate the responses to the concerns
documented in Section C with the individual.

" Although the document sponsor completes Section C, it should not represent the
document sponsor's personal views and response to the individual's issues. It should be
a final summary of how the issues were addressed in relation to the subject document.

* The summary in Section C should be endorsed by the document signer.

" Note: If an employee subsequently agrees with changes to a document and no longer
non-concurs, the form should reflect this as "Concurs," not "Withdraws Non-
Concurrence."

" Employees may request that NCP forms be made public. (NCP forms are normally non-
public.) Document Sponsor needs to check with employee before finalizing document in
ADAMS.

" There is no formal tracking of non-concurrences. ADAMS is used to identify non-
concurrences. NCP forms must be profiled iaw ADAMS template NRC-006 in order to
be identified.



Differing Professional Opinions (DPO) Program

* Established 1980; revised 2004.

* Management Directive 10.159, "The NRC Differing Professional Opinions Program."

" The DPO Program exists as a formal process that all NRC employees and contractors
can use to have their differing views on established positions considered by appropriate
office directors and regional administrators (office managers).

* A DPO can cover a broad range of concerns provided the opinion is related to the
agency's mission and to the strategic goals that support the mission (i.e., safety,
security, openness, effectiveness, and management).

* The DPO Program emphasizes the importance of informal discussions between the
employee and his or her immediate supervisory management as a possible means of
resolution.

* If an informal resolution is unsuccessful, an employee can then file a formal DPO with
the Differing Views Manager (DVPM) by using NRC Form 680, "Differing Professional
Opinion."

* Disposition of the DPO is assigned to the office manager responsible for overseeing the
concern described in the DPO.

" To review the DPO, the office manager normally establishes a three-person panel of
knowledgeable employees who have not been involved with the issue. The employee
who submitted the DPO may nominate one member of the panel.

* The panel provides its conclusions and recommendations in a report to the office
manager, and the office manager subsequently issues a DPO Decision to the submitter.

* The current EDO-approved timeliness goal for issuing a DPO Decision is 190 calendar
days.

" If the submitter does not believe the DPO Decision adequately addressed the concerns,
he or she may submit a DPO Appeal to the Executive Director for Operations (EDO) (or
the Commission, depending on to whom the individual reports) through the DVPM.

" The EDO or Commission reviews the concerns and issues a DPO Appeal Decision to

the submitter. The DPO process is considered closed.

* The timeliness goal for issuing a DPO Appeal Decision is 60 - 90 calendar days.

* The EDO presents Certificates of Appreciation to DPO submitters and DPO Panels.

* Summaries of closed DPO actions are included on the NRC's public Web site as part of
the Commission's Weekly Information Report.



DPO Program

* Submitters may request that DPO records be made public documents when the process
is complete. Submitters may also request release of records with their name redacted,
or may request that the records be made non-public.

" DPO records have special handling instructions. Signed and dated DPO records are
maintained in draft class in ADAMS until the process is complete. DPO records are
maintained in an ADAMS folder in the Main Library (DPO Case Files) with limited viewer
rights.

" DPO records should be withheld in response to a FOIA request if the DPO process is
not complete (i.e., document may be final record, but included within predecisional
process).

* Note: The DPO process can be an emotionally charged process. Care should be taken
to minimize the possible chilling effect on the submitter and the work unit.

" Do not use submitters' names, refer to them as "submitters."

* Take action to address inappropriate "hallway talk." Counsel employees to vent their
frustrations behind closed doors.

* Report concerns of possible retaliation to the DVPM.



Resources

Differing Views Web site.

* Go to NRC's internal Web site (NRC@Work)> Employee Resources> Employee

Concerns> Differing Views.

* http://www.internal.nrc.,ov/OE/dva/index.html

The Web site includes a vast array of information, including the following:

expectations for an OCWE and the Be an NRC Team Player poster,
descriptions of the ways that employees can voice and pursue their concerns,
contacts (including the DVPM and DVOLs),
overviews for the NCP and DPO processes,
FAQs for the NCP and DPO processes,
orientation slides for OCWE, NCP, and DPO
DPO case summaries
DPO Program reviews
MD 10.160, "Open Door Policy"
Draft MD 10.158, "NRC Non-Concurrence Process"
MD 10.159, "The NRC Differing Professional Opinions Program"
informal discussion guidance
newsletter articles
NRC Team Player Success Stories

Differing Views Community of Practice (CoP) in the NRC Knowledge Center (NKC).

" Go to NRC@Work> Employee Resources> Employee Development> Knowledge
Management> Communities of Practice> Cross-Cutting Topics> Differing Views

" http://nrcknowleqecenter. nrc.-qov

" The Differing Views CoP is only available to the DVPM and DVOLs.

* The Differing Views CoP will help capture historical knowledge and build additional
knowledge.

The Differing Views CoP is under construction. It will include information such as:

templates for DPO correspondence
presentation slides (with suggested speaker notes) for new employee orientation,
all hands meetings
articles and speeches on helpful communication issues
articles and speeches on safety culture
links to helpful Web sites



NRC Team Player Awards

What are NRC Team Player Success Stories?

Award designed to recognize and show appreciation for individuals who have supported an
OCWE by exhibiting team player behaviors ("Be an NRC Team Player" poster).

Employees (staff and managers) nominate each other to recognize and value the power of
considering varied approaches to the decision-making process.

A story can reflect a specific incident, or ongoing behaviors by an employee or manager, and
can be initiated by anyone. Stories should focus on positive behaviors for productive
discussions rather than only the outcomes of the discussions. In other words, success stories
do not have to result in consensus views and win-win outcomes. It is O.K. to agree to disagree,
provided it is done in a professional and respectful manner.

After a success story is submitted and approved, the EDO will present a Certificate of
Appreciation and an NRC Team Player award to recipients. (Senior managers will present
awards to employees outside of the headquarters area.)

Success stories are showcased on the NRC Reporter, and NRC Team Players will be

recognized in the Annual Awards Ceremony brochure.

How Do Employees Nominate NRC Team Players?

Any employee can nominate any other employee (staff and managers) by completing the online
NRC Team Player Success Story Nomination Form on the Differing Views Web site.

How are NRC Team Players selected?

All nominations will be screened and reviewed by the DVPM, forwarded to the appropriate
OD/RA for review (through the DVOL), and coordinated with the OEDO for final approval and
posting.

If approved, the DVPM will contact the employee to make sure that they are comfortable with
sharing their story on the NRC Reporter.



Draft Revision of Management Directive 10.159

Issues identified in previous reviews and feedback:

" Guidance on informal discussions in MD 10.159 and other documents may result in
inconsistent expectations and responsibilities for discussions held prior to the submittal
of a DPO. (One procedure required documentation of informal discussions.)

" Several agency documents that provide guidance related to the DPO process are not
always consistent and accurate. The current guidance in MD 10.159, the
MD Handbook, and the exhibits isn't always clear, consistent, or complete.

* Specific guidance for handling DPOs raised by NRC contractors is given in a contract
clause in the NRC Acquisition Regulations (NRCAR), MD 11.1, and an office instruction.
The current guidance in MD 10.159 does not address NRC contractors or identify these
documents as references.

* Guidance isn't clear about which issues don't qualify for review under the DPO process,
e.g., positions that are still under review.

" Although many intermediate milestones were met, most completed cases did not meet
the overall timeliness goal for dispositioning DPOs. Process doesn't provide flexibility to
reflect diversity of issues.

* Allowing office managers to comment on DPO reports and send them back for further
work is not consistent with an "independent" review.

" Additional communications are needed to keep submitters fully informed during the
disposition of DPOs.

* No retaliation complaints for engaging in the DPO process were substantiated.
However, perceptions of retaliation can perpetuate negative feelings about the DPO
Program and have a chilling effect on workers' willingness to raise concerns.

* Formal recognition of DPO submitters and DPO Panel members (when warranted) may
help improve the organizational climate for raising differing views.

* Managers must remain actively involved in the DPO process to ensure that DPO
Program objectives are met.

" Employees in certain categories and offices do not understand the scope and

applicability of the DPO Program.

* Many employees are not satisfied with the DPO Program.

" Many employees are still uncertain about whether management supports the DPO
Program and about the effect of raising DPOs on their NRC careers.



Draft Revision of Management Directive 10.159

The latest draft includes the following high-level revisions:

* an introductory discussion of the agency's OCWE and the various ways individuals can
raise differing views (including the DPO process)

* modification of objectives to clarify that DPOs are reviewed and dispositioned in a timely
manner, consistent with the importance of prompt action on the issue, the safety
significance of the issue, the complexity of the issue, and the priority of other work
activities affecting the availability of participants

* establishment of the DPO timeliness goal as 190 calendar days between DPO
acceptance and the date of the DPO Decision

" modifications to guidance to address the applicability of the DPO process to NRC
contractors

" modifications to guidance to address the role of DVOLs in the DPO process

" modifications to guidance to clarify which issues do not qualify for review under the DPO
Program, including issues that are currently under staff review, those under evaluation
through other agency processes, and issues outside the NRC's jurisdiction

" deletion of the process step allowing office managers and submitters to comment on
DPO Panel reports

" requirement that office managers ensure that all proposed personnel actions involving
DPO submitters (e.g., performance appraisals) are appropriately reviewed before the
actions are taken to ensure that the proposed actions follow defined processes and are
non-retaliatory

* policy to ensure that office managers consider, (1) the effect, if any, the personnel action
may have on the organizational climate and (2) specific actions, if any, that should be
taken to minimize a potential chilling effect on the workforce's willingness to raise
concerns

* recommendation for office managers to positively recognize DPO Panel members when
their actions have resulted in significant contributions to the mission of the agency



Williams, Joseph

From:
Sent:
To:
Subject:
Attachments:

Categories:

Johnson, Debby
Monday, April 26, 2010 11:14 AM
Williams, Joseph
FW: Materials from safety culture seminars
Organizational Culture seminar.ppt; Safety Culture Seminar - Assessment of Nuclear
Safety Culture - Daniel Hudson 01062010.ppt

Red Category

Joe,

FYI.

Debby

From: Cai, June , , ,I' -
Sent: Monday, April 26, 2010 11:11 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; Hays,
Myra
Subject: Materials from safety culture seminars

Office safety culture contacts,

Last year OE started an initiative to present periodic seminars on topics related to safety culture, with the
recent influx of new staff working in this area (mainly related to the agency's external safety culture
activities for licensees). So far there have been two - the first one provided an overview of organizational
culture and safety culture and the second one on safety culture assessments. Attached are the
presentation materials from those seminars. I thought you may be interested in looking through those
when you get a chance. They contain a lot of good information.

I'm looking to start this effort back up now that I'm back. I'll keep you updated on any upcoming ones.

June

e"
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Nibert, Patty

From: Thompson, Tamra -c.cc
Sent: Wednesday, April 28, 2010 11:11 AM
To: c2)-GreenJr, Noble; Nibert, Patty cZ..
Cc: Adelstein, Patricia; Lam, Donna
Subject: Training Course Ideas

Nobel and Patty, it was good to talk to you yesterday (April 27, 2010). Here is the information that will, I hope,
help you select the best training possible for your office. We have some very fine courses at the PDC, and we
are looking forward to working with you.

1. Interpersonal Communication:
Point of contact: Chris Barry
Cost: $4,045 for a 2 day course
Place: Can be held at the PDC or in a conference room closer to your offices
Length: 2 days
# of people in the course: can handle your entire office in one course. Price for 15 or 30 is still $4,045 for the
entire group (not per person).

Competencies: Accountability, Flexibility, Influencing and Negotiating, Interpersonal Skills, Leveraging
Diversity, Oral Communication, Partnering, Problem Solving, Team Building

While this course is generally for new NRC supervisors, both Chris and I felt it would be a great one for your
office, and can be slightly modified as necessary for the entire group.
This course enables NRC employees to communicate effectively with team members, peers, and upper
management. At the NRC, employees, teams, and work groups are interdependent on one another. Effective
interpersonal communications is a vital skill.

This course focuses on interpersonal communication skills. Effective communication is essential to ensure
work gets done. Interpersonal communications is a two-way process that includes sending and receiving
messages.

This course will:
n Prepare to employ effective communication skills with others at all levels of the organization.
w Ensure you are able to clearly articulate expectations to others.

I would encourage you, if this interests you, to contact Chris at your earliest convenience. He runs quite a few
courses, and you will want to get a place marker on the schedule if you want to pursue this training for your
office.

2. Self-Assessment for Leadership
Point of contact: Chris Barry
Cost: Free (there may be a slight cost for the assessment tools; negotiate that with Chris)
Place: Can be held at the PDC or in a conference room closer to your offices
Length: 2 days
# of people in the course: can handle your entire office in one course.

I



Identifies and takes steps to prevent potential situations that could result in unpleasant confrontations.
Manages and resolves conflicts and disagreements in a positive, constructive manner to minimize negative
impact.

Competency: Conflict Management, Continual Learning, Cultural Awareness, Flexibility, Interpersonal Skills,
Oral Communication, Team Building

This workshop helps participants learn how they relate to others by exploring motivational styles and conflict.
The workshop centers on the Strength Deployment Inventory (SDI). This inventory helps you assess the
strengths you draw upon when you are faced with conflict in relationships. These principles can enhance your
self-awareness as a leader in the NRC and can also be applied in your personal relationships.

The inventory contains two kinds of assessment: How you respond to situations with others when all is going
smoothly and how you relate to others when you are faced with conflict. In this workshop there are
opportunities for you to consider your own motivations, and how they impact your relationships with
employees, peers, and supervisors.

This course will:
" Help employees appreciate different motivational styles, exhibit different behaviors to more effectively

work with others, and manage different stages of conflict.
" Give employees tools to identify areas for personal growth and strengthen their leadership skills.
" Provide an opportunity to apply self-assessment principles to workplace relationships.
" Allow employees to assess their own styles, the styles of others for managing conflict, and the

strengths of each style.

This course includes:
* 360 Degree Assessment
* Myers-Briggs Type Indicator (MBTI) Assessment
0 Strengths Deployment Inventory (SDI) Assessment

3. Mentoring Pro-gram - SBCR manages the mentoring program. Ken Bailey is the Program Manager and is
your POC. There are also several quality Skill Soft online courses on mentoring, including:

Mentoring Effectively ........................... mgmt 0 Oa0lobs -enus
Mentoring as a Manager ......................... mgmt I 0a02_bsenus
Implementing a Mentoring Program for the
Organization ............................................ mgmrt I 0 a03_bsenus
Mentoring Strategies for the 21 st Century mgmt I 0 a04_bs-enus
Achieving Success: the Help of a Mentor mgmt ]0 a05_bs enus
Mentoring On-line ................................. mgm t_10 a06 bs enus
The Essentials of Mentoring Simulation ................ MGMT010A

4. Myers-Brigcgs Course (MBTI) - there is no separate MBTI course - see #2, above. It is included in the self-
assessment course. Let me know if you are interested in just the MBTI, and I will see what we can do to
provide that as a standalone unit. I do think that you might find the Self-Assessment for Leadership more
useful than a MBTI stand alone, as it puts the MBTI in context, and shows participants what to do with the
insight they gain from taking the MBTI.

xxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxxx

5. The 7 Habits® - per person, tuition is $2095 for the three day course; there is a one day course for
$400/person. Probably can receive a reduced group rate. This course is focused on improving the individual.

2



Covey does have some leadership and group dynamics workshops as well. It is important to note that NRC

does not currently have a contract with Franklin Covey.

http://www.franklincovey.com/tc/publicworkshops/the-7-habits-workshops

This course is more focused on individual development whereas the NRC courses (1 and 2, above) are

focused on improving the group dynamic - interpersonal skills, understanding your communication style.

For example, Covey stresses developing a personal mission statement, building effective personal habits,

getting personal results, having personal direction (know where you are going), and discovering the secrets to

personal success and fulfillment.

The NRC courses focus on conflict management, awareness, interpersonal skills, oral communication and

team building.

6. Training on IDPs and performance reviews (Darrell Burrell, POC). We do not currently have an
instructor-led NRC-specific course for employees on filling out the IDP and on preparing for performance
reviews. We would be happy to put a course together on both the IDP process and performance reviews.

We do have an outstanding booklet that Darrell Burrell prepared on The IDP Process, and I will put one in the
mail to you.

We also have some Skill Soft courses that might fit the bill in the interim (until we develop a course):

Assessing Performance Continuously .... mgmt 11 aOl bs enus
Performance Reviews ............................. mgmtl 1_a02_bsenus
Appraising Performance Simulation ...................... MGMT011A
Preparing for Your Performance Appraisal ........ ,pc bipfbiOl7
Selecting the Appropriate
Performance-appraisal Method .......................... _pc ch hrch002

About 360-Degree Performance Feedback .............. MGMT0151
Elements of a 360-degree Performance Review ...... MGMT0152
Delivering 360-Degree Performance Feedback ....... MGMT0153
360-Degree Performance Appraisal Simulation ....... MGMT0150

Leadership Essentials: Creating Your Own
Leadership Development Plan ................... lead_05_a08_bsenus

I am standing by if you need any additional information, or I can help you in any other way.

Tamra Thompson
Sr. Instructional System Specialist
U.S. Nuclear Regulatory Commission
Professional Development Center
7201 Wisconsin Avenue, Suite 425
Bethesda, MD 20814-4810
301-492-2204 (phone)
301-492-2247 (fax)

3
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Rakovan, Lance

From: Cai, June C) - ,,

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

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 aswell 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



Grancorvitz, Teresa

From: Dehn, Jeff
Sent: Monday, May 03, 2010 12:22 PM
To: Lyons, James; Peters, Sean; Coyne, Kevin; Grancorvitz, Teresa; Schofer, Maria; Beasley,

Benjamin; Gavrilas, Mirela; Santiago, Patricia; Lee, Richard; Bush-Goddard, Stephanie;
Demoss, Gary; Perez, Donna-Marie; Dhir, Neha; Hudson, Daniel; Jolicoeur, John; Sydnor,
Russell; Hogan, Rosemary; Koshy, Thomas; Valentin, Andrea; Hoxie, Chris; Oklesson,
Edward; Rini, Brett; Armstrong, Kenneth; Kardaras, Tom; Yerokun, Jimi; Coffin, Stephanie;
Ott, William; Salley, MarkHenry; Donaldson, Leslie; Hogan, Rosemary

Cc: Hurd, Sapna; Yerokun, Jimi; Kuritzky, Alan; Hudson, Daniel; Elkins, Scott; Carpenter,
Robert; Schofer, Maria; Frampton, Julie

Subject: Focus Groups taking on Survey Results Action Items

All,

As was discussed at the management retreat, all of the action items that the Safety Culture Task Force
developed have been assigned to one of the office's focus groups. The intent is to close out the Task Force's
formal role and transition to the focus groups. Ahead of this afternoon's meetings, I'd like to convey a few
things.

- Task Force members will be available to provide background on a given action item. If your focus
group would like to invite a member to one of your meetings, let me know and I will coordinate with the
group to see that one of us can attend.

- On several of the action items it is mentioned that we would be tracking agency progress on the topic
(e.g. "staying connected"). That does not mean RES should wait to take specific actions if the focus
group feels it is beneficial.

- We created a SharePoint site to capture the OIG Safety Culture Survey results and action items. It is
available here: http://portal.nrc..qov/edo/res/pmda/RES OIG Survey/default.aspx

- The action plan lives here:
http://portal.nrc..qov/edo/res/pmda/RES OIG Survey/Lists/ActionPlanContent/AlIItems.aspx

- On the NRC's Knowledge Center, the internal safety culture topic is centered here:
http://nrcknowledcqecenter.nrc.gov/CommunityBrowser.aspx?id=5397&lanq=en-US

This email is addressed to the individuals participating in the Focus Groups (group leads listed below), and is
copied to the Safety Culture Task Force members.

- Promote Best Practices in Project Management - Sean Peters & Teresa Grancorvitz
- Maintain Technical Quality - Ben Beasley
- Promote Self-Development - Stephanie Bush-Goddard
-Stay Connected - Andrea Valentine /
- Promote Open Collaborative Work Environment - Tom Kardaras
- Foster Knowledge Management - Mark Salley

- Roll Out of Focus Groups Actions - John Jolicoeur

Thank youy •t,
Jeff



Williams, Joseph

From: Johnson, Debby
Sent: Thursday, May 06, 2010 8:56 AM
To: Cai, June
Cc: Tracy, Glenn; Johnson, Michael; Williams, Joseph
Subject: RE: Office specific focus groups update (Safety Culture Survey)

Categories: Red Category

June,

Great news. We look forward to working with you and the contractor for NRO's two focus groups.

Regards,

Debby Johnson
NRO/PMDA/PHCT
415-1415

From: Cai, June
Sent: Thursday, May 06, 2010 7:54 AM
To: Flack, Jennifer; Stewart, Sharon; Johnson, Debby; Moorin, Laurette; Gerke, Laura; Williams, Evelyn; Abraham,
Susan; Solorio, Ilka; Talley, Sandra; Walker, Tracy; Heck, Jared; Dehn, Jeff; Santiago, Patricia
Subject: Office specific focus groups update

Thanks for indicating interest in the office specific focus groups. I'd like to give you an update. It looks like,
at least preliminarily based on level of interest, OE will be able to provide you with the number of group(s)
you've indicated interest in doing. Regarding timing, I'm working on an amendment to the contract right
now to do these additional groups. Based on the estimated lead time from contracts, I'm hoping to be able
to start work at the end of next month. I know some of you indicated you would like groups ASAP. As
soon as the contract amendment is put in place, I will get the contractors to start working with you to get
them scheduled. Many of you indicated you want them to be held in the summer timeframe, which will
definitely be doable.

I'll provide more details once everything is finalized on the contract. To give you a general idea how this
would work - I would help coordinate meetings/ discussions between you and the contractors. You would
provide the contractor with your topics of interest/issues to be explored, and the contractor would develop
the questions as appropriate. You would also work with the contractor to determine who should be in the
groups. I will be in a coordination/support role. You all will work directly with the contractors to develop the
questions and group composition.

Just wanted to give you an update - more to follow soon!

June

10



Faria-Ocasio, Carolyn

From:
Sent:
To:
Subject:
Attachments:

Follow Up Flag:
Due By:
Flag Status:

Nibert, Patty OL.-
Thursday, May 06, 2010 1:45 PM
Schwartz, Maria; Faria-Ocasio, Carolyn
OE Action Plan meeting
2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN
(8).docx

Follow up
Monday, May 10, 2010 8:00 AM
Completed

Attached is the OE Action Plan that will be discussed at the meeting scheduled for Monday 5/10 with Roy, Nick
& Dave. We held a meeting this morning, but some of the questions were geared toward the facilitated
discussion that was held with the employees. Since I was not at the meeting, I thought that you guys were
better able to answer the questions.

Call me if you have any questions/concerns.

Thanks.

Pau,t- 9We, t
9'Nanaqemtnen' s4 naAxst'

301-4 15-38/1
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2009 NRC gIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN

FOR THE OFFICE OF ENFORCEMENT

PURPOSE: This plan was developed to respond to the OIG Safety Culture and Climate Survey data. OE plans to leverage results
from the survey, a facilitated discussion with the staff, and insight from agency focus groups in order to maintain our strengths and
improve areas of weakness. This plan is intended to be a "living document" and may be revised as necessary to respond to future
challenges.

KEY SUMMARY AREA FOR IMPROVEMENT: Supervision/Management

SUMMARY OF SURVEY RESULTS: The 2009 OIG Safety and Culture Survey results offered opportunities for improvement in
management leadership, supervision, and engagement. Compared to other small NRC offices, OE had lower favorable scores on
questions regarding management of work unit, supervisor's ability to manage people well, and the supervisor's ability to build
teamwork.

Objective/Milestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status

End Date Completion Assigned to Needed
Date

Supervisors/Management gain January 2010 February February Deputy Director
feedback on currency of survey 2010 17, 2010
data through staff meeting
followed by facilitated discussion
with staff
Share with staff gained feedback February 2010 March 2010 March 8, Deputy Director
on OE Action Plan 2010

Review insights gained from Summer 2010 Summer Safety Culture June to ID lessons
agency-wide focus groups and 2010 Program learned and share
implement applicable lessons- Manager/ with staff
learned to OE OE Safety

Culture contact
* Knowledge management
* Diversity issues
* Presentations from OE

staff and Regional staff



Objective/Milestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status

End Date Completion Assigned to Needed
Date

Clarify roles and responsibilities March 2010 Ap4il-2010- 1st line Could be addressed
and accountability for staff and supervisors/ at an Monday
supervisors May 2010 Deputy Director morning staff

meeting
Quarterly discussion with staff on March 2010 End of 3rd qtr Deputy Monday morning
status of the action plan FY2010 Director/Maria topic
Diversity and Inclusion' March 2010 End of 3"d qtr Training Patty and Maria to
measurement (CS-SBCR-04), FY201 0 Coordinator/ meet with Barbara
Question: My supervisor Deputy Director Williams to develop
effectively works with people who a Diversity
are of different gender, Assessment Plan
racial/ethnic background or that will be tailored
lifestyle, to OE (meeting with

SBCR scheduled
Question: Employees are treated for 5/11/2010)
with respect at the NRC,
regardless of their job

Action Steps: Engage SBCR on
ideas for improving diversity for
supervisors/managers to promote
agency EEO and diversity
management efforts through focus
group and individual staff
discussions
Develop and update OE's plan for October Deputy
FY11 2010 Director/

P. Nibert
Develop and update OE's plan for October Deputy
FY12 2011 Director/

P. Nibert

2



KEY SUMMARY AREA FOR IMPROVEMENT: Performance Management

SUMMARY OF SURVEY RESULTS: When compared to Headquarters in the Safety Culture and Climate Survey, the results
indicated a belief by the OE staff that the performance review process needs to be improved by indicating strengths and weaknesses
of the staff, helping to create an IDP, and identifying training and development needs.

Objective/Milestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status

End Date Completion Assigned to Needed
Date

Develop a tool to facilitate March 2010 Oct. 30, First Line Human Does Roy want to
supervisor/staff discussion on 2010 Supervisors Resources share his
performance throughout the year expectations from
including developmental BCs to staff at a
opportunities and training. Monday morning

meeting
Make Office Director expectations
clear to supervisors.
Update Position Descriptions March 2010 Oct. 1, 2010 First Line Manage- Not assigned yet

Supervisors/ ment
Managers Analyst

Offer seminars for supervisors and March 2010 Oct. 2010 Training Human (*See 1, 2, 5 on
staff on promoting effective Coordinator/De Resources Training Plan from
performance management puty Director HR)
practices
Training for supervisors on how to March 2010 Oct.2010 Training Human (*See 2 on Training
conduct effective performance Coordinator/De Resources Plan from HR)
reviews puty Director
Offer seminar to staff and March 2010 Oct. 2010 Training Human (See 6 on Training
supervisors on the IDP process Coordinator/ Resources Plan from HR)

Deputy Director
Review approach to giving awards March 2010 October Director/Deputy
and discuss proposed changes 2010 Director
Quarterly discussion with staff on March 2010 End of 3 rd qtr Deputy Director
status of the action plan FY201 0
Develop and update OE's plan for October Deputy Director
FY11 2010
Develop and update OE's plan for October Deputy Director
FY12 2011

3



Objective/Milestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status

End Date Completio Assigned to Needed
n Date

Diversity andlnclusion March 2010 End of FY Training SBCR Suggestion:
measurement (CS-SBCR-04).` 2010 Coordinator/ Schedule Mike

Deputy Director Weber to come in
The NRC is doing a good job of: and talk about
Developing its people to their full career advice. How
potential. many SES/SLS in

agency and where
Action steps: Conduct informative the program stands.
sessions on the mentoring Work with Mike's
program, career planning, and TA on the needs of
developmental opportunities OE staff and what is
available in the agency. available for staff

career
enhancement
(*See 3 on Training
Plan from HR)

Develop and update OE's plan for October Deputy Director
FY11 2010
Develop and update OE's plan for October Deputy Director
FY1 2 2011

4



KEY SUMMARY AREA FOR IMPROVEMENT: Communication

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey and the OE facilitated meeting indicate
the staff believes communication within the Branches and with the Front Office can be enhanced. The staff is not satisfied with the
information they are receiving from supervisors and management.

Objective/Milestone: To enhance communication vehicles between staff and supervisors/managers.

Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status
End Date Completion Assigned to Needed

Date
Provide a suggestion box to staff January 2010 February February Deputy Director Completed

2010 2010
Provide a anonymous feedback January 2010 February February Deputy Director Completed
form on OE Website 2010 2010
Improve vertical and horizontal March 2010 March First line
communications with regular 2010 supervisors/Deputy Branch meetings
scheduled Branch meetings Director scheduled - put

on OE resource
calendar
(completed)

Have a dialogue with staff on e- March 2010 Deputy Director Monday morning
mail communication topic with handout
effectiveness (see attached)
Clarify use and expectations of March 2010 Deputy Director
branch and staff meetings
Quarterly discussion with staff on March 2010 End of 3rd qtr Deputy Director
status of the action plan FY2010
Develop and update OE's plan October Deputy Director
for FY11 2010
Develop and update OE's plan October Deputy Director
for FY12 2011

5
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Williams, Joseph 4

From: Johnson, Debby 9/
Sent: Monday, May 10, 2010 8:42 AM
To: Cai, June
Cc: Williams, Joseph
Subject: RE: Need your feedback on potential employee survey

Categories: Red Category

June,

We'd suggest that you wait to glean insights from the focus groups that have just been completed before
surveying the staff again. Please let us know if you'd like to discuss further.

Thanks,

Debby
NRO/PMDA/PHCT
415-1415

From: Cal, June 0 -'

Sent: Friday, May 07, 2010 1:22 PM
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; Hays,
Myra
Subject: Need your feedback on potential employee survey

Hi all,

I need your insights on this:

One of the recommendations from the Internal Safety Culture Task Force was to conduct an evaluation of
the agency's issues identification and resolution systems to identify areas for improvement. OE's
contractor is in the last stages of this evaluation. To round out the data collection, they would like to
conduct a short web based survey (10-15 questions) to gain additional insights on employee perspective
on the agency's issue resolution systems. The results would provide views from users and potential users
regarding their perceptions on the accessibility and effectiveness of these systems. Without this
information, the evaluation would be missing a critical area (i.e., the user's experience).

We are sensitive there may be concerns with potential "survey fatigue" among the staff, so we are
considering one of two approaches for administering this survey. One option would be agency wide (e.g.,
through a network announcement). The other option is to send an email invite to only a representative
sample of the agency. My management asked me to reach out to some groups and pulse their views on
the current sentiment of the staff on surveys.

Do you think there is survey fatigue among the staff? Which option do you think would be more effective to

get the best quality responses?

Please reply to me only (please don't "reply to all").

Thanks - your thoughts on this are appreciated.
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Williams, Joseph

From: Johnson, Debby
Sent: Tuesday, May 11, 2010 8:33 AM
To: Williams, Joseph
Subject: FW: Insights on conducting employee survey needed

Categories: Red Category

FYI...

From: Tracy, Glenn
Sent: Tuesday, May 11, 2010 8:26 AM
To: Cai, June
Cc: Johnson, Debby
Subject: Re: Insights on conducting employee survey needed

Thanks so much for the clarity June. Glenn

From: Cai, June of r : ,...
To: Tracy, Glenn
Cc: Johnson, Debby
Sent: Mon May 10 13:41:11 2010
Subject: RE: Insights on conducting employee survey needed

Glenn,

Thanks for sharing your thoughts. They are very helpful. I did want to follow up on the issue you raised
regarding having input in this area from the OIG survey. The OIG survey did provide input directly about
the agency's differing views programs (Open Door Policy, Non Concurrence Process, and DPO), in
addition to questions related to feeling comfortable raising issues with supervisors, managers, etc. This
evaluation focuses on a whole range of programs in addition to the differing views ones, such as the EAP
program, ask management programs offices have, the Lessons Learned Program, the Employee
Suggestion Program, ROP feedback process, etc. So the input needed is more specifically targeted
towards all these programs, which goes beyond the level of detail provided by the OIG survey, although the
survey results were reviewed by the contractor and used to guide the direction of some of their evaluation.

Hope this helps clarify. Once the evaluation is complete, Roy would like the contractors to make some
presentations to different audiences, so I will let the Steering Committee know if you are interested in
hearing the results.

Thanks again

June

From: Tracy, Glenn 0.Sent: Monday, May 10, 2010 9:17 AM
To: Cal, June
Cc: Johnson, Debby
Subject: Re: Insights on conducting employee survey needed

I think the staff is mixed on survey fatigue and it depends on the individual's tolerance and interest in such activities. I
think the survey is fine is kept very brief and very direct and to the point without a lot of thinking required. Direct
questions regarding awareness, access, and effectiveness. It is funny, but I thought the OIG survey covered this area
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"very well already and we in NRO have been taking specific actions regarding. Another option is the post OIG survey
talks with staff, but input and attendance/feedback may be limited. Those are my thoughts. Glenn

From: Cai, June _ --
To: Carpenter, Cynthia; Casto, Chuck; Cheok, Michael; Dorman, Dan; Holahan, Patricia; Lui, Christiana; Tracy, Glenn
Cc: Solorio, Dave; Zimmerman, Roy
Sent: Mon May 10 06:41:03 2010
Subject: Insights on conducting employee survey needed

SC Steering Committee members,

Roy asked me to get your insights on a topic we're working on in the internal safety culture area:

One of the recommendations from the Internal Safety Culture Task Force was to conduct an
evaluation of the agency's issues identification and resolution systems (e.g., Employee
Suggestion Program, office's "ask management" type program, DPO, etc.) to identify areas for
improvement. OE's contractor is in the last stages of this evaluation. To round out the data
collection, they would like to conduct a short web based survey (10-15 questions) to gain
additional insights on employee perspective on the agency's issue resolution systems. The
results would provide views from users and potential users regarding their perceptions on the
accessibility and effectiveness of these systems. Without this information, the evaluation would
be missing a critical area (i.e., the user's experience and potential user's perceptions).

We are sensitive there may be concerns with potential "survey fatigue" among the staff, so we are
considering one of two approaches for administering this survey. One option would be agency
wide (e.g., through a network announcement). The other option is to send an email invite to only
a representative sample of the agency.

You thoughts on the following questions are appreciated to help us determine the best approach:

Do you think there is survey fatigue among the staff? Which option do you think would be more
effective to get the best quality responses?

P.S. Please reply to me only (please don't "reply to all")

Thanks

June

June Cai

Senior Safety Culture Program Manager

Office of Enforcement

U.S. Nuclear Regulatory Commission

301-415-5192

iune.cai@nrc.gov
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Faria-Ocasio, Carolyn

From:
Sent:
To:
Subject:
Attachments:

Nibert, Patty 0 Q_
Thursday, May 13, 2010 2:25 PM
Schwartz, Maria; Faria-Ocasio, Carolyn; Cai, June
OE Action Plan
2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN
(8).docx

I made some edits to the Action Plan per our discussion with management. Please review and let me know if
you have comments/changes before I forward it to them.

Thanks.

0aU-4J 9•Z8t

301-415-3819

.V /
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN

FOR THE OFFICE OF ENFORCEMENT

PURPOSE: This plan was developed to respond to the OIG Safety Culture and Climate Survey data. OE plans to leverage results
from the survey, a facilitated discussion with the staff, and insight from agency focus groups in order to maintain our strengths and
improve areas of weakness. This plan is intended to be a "living document" and may be revised as necessary to respond to future

challenges.

KEY SUMMARY AREA FOR IMPROVEMENT: Supervision/Management

SUMMARY OF SURVEY RESULTS: The 2009 OIG Safety Culture and Climate Survey results offered opportunities for
improvement in management leadership, supervision, and engagement. OE had lower favorable scores on questions regarding
management of work unit, supervisor's ability to manage people well, and the supervisor's ability to build teamwork.

Objective/Milestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources- Status/Remarks

Date Date Completion Assigned to Needed
Date

Supervisors/Management gain January 2010 February 2010 February 17, Deputy Director Staff meeting held on
feedback on currency of survey 2010 Facilitated discussion
data through staff meeting followed with staff on:
by facilitated discussion with staff

Purpose of meetings:
To Complete, validate
and updated results from
survey

Minutes of the meetings
were shared with staff

Share with staff gained feedback on February 2010 March 2010 March 8, Deputy Director E-mailed action plan to
OE Action Plan 2010 staff for comments

Review insights gained from Summer 2010 August 2010 Safety Culture (SCPM) to ID lessons
agency-wide focus groups and Program learned and share with
implement applicable lessons- Manager staff
learned to OE (SCPM)/

OE Safety
* Knowledge management Culture contact
* Diversity issues



Objective/Milestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status/Remarks

End Date Completion Assigned to Needed
Date

Clarify roles and responsibilities and March 2010 ApFil 2010 1 st line Developed greater
accountability for staff and supervisors/ specificity on staff roles
supervisors May 2010 Deputy Director for Safety culture

positions.
Identify primary and secondary
responsibilities of Director and Developed and
Deputy Director updated chart of roles

and responsibilities of
staff

Quarterly discussion with staff on March 2010 End of 3rd qtr Deputy Director All-Hands meeting
status of the action plan FY2010 tentatively scheduled

for June 9 @ 9:30
Diversity and Inclusion' March 2010 End of 3 rd qtr Training Patty and Maria to
measurement (CS-SBCR-04)' FY2010 Coordinator/ meet with Barbara
Question: My supervisor effectively Deputy Director Williams to develop a
works with people who are of Diversity Assessment
different gender, racial/ethnic Plan that will be
background or lifestyle. tailored to OE (meeting

with SBCR scheduled
Question: Employees are treated for 5/11/2010)
with respect at the NRC, regardless
of their job Refresher EEO course

for managers
Action Steps: Engage SBCR to
promote agency EEO and diversity
management efforts through focus
group and individual staff
discussions
Develop and update OE's plan for October Deputy
FY11 2010 Director/

P. Nibert
Develop and update OE's plan for October Deputy
FY12 2011 Director/

P. Nibert
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KEY SUMMARY AREA FOR IMPROVEMENT: Performance Management

SUMMARY OF SURVEY RESULTS: When compared to Headquarters in the Safety Culture and Climate Survey, the results
indicated a belief by the OE staff that the performance review process needs to be improved by indicating strengths and weaknesses
of the staff, helping to create an IDP, and identifying training and development needs.

Objective/Milestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Start Targeted End Actual Responsibilit Resource Status

Date Date Completion y Assigned s Needed
Date to

* Make Office Director March 2010 Oct. 30, 2010 First Line Human 0 Completed in April
expectations clear to Supervisors Resource 2010
supervisors s

0 E-mail from Director to
" Develop a tool to facilitate staff (5/10) requesting

supervisor/staff discussion voluntary response on
on performance throughout effectiveness of tool
the year including used at mid-year
developmental reviews.
opportunities and training.

Planned approach to be developed March 2010 December First Line Planned approach to be
to Update Position Descriptions 2010 Supervisors/ developed by Management

Managers Analyst
Offer seminars for supervisors and March 2010 Oct. 2010 Training Human (*See 1, 2, 5 on Training Plan
staff on promoting effective Coordinator/ Resource from HR)
performance management Deputy s E-mail to staff with 3 or 4
practices Director courses being offered. Staff to

rank in order of
Training for supervisors on how to March 2010 Oct.2010 Training Human (*See 2 on Training Plan from
conduct effective performance Coordinator/ Resource HR)
reviews Deputy s

Director
Offer seminar to staff and March 2010 Oct. 2010 Training Human (See 6 on Training Plan from
supervisors on the IDP process Coordinator/ Resource HR)

Deputy s
Director

Review approach to giving awards March 2010 October 2010 Director/Dep E-mail from Director to staff
and discuss proposed changes uty Director requesting input on approach
Quarterly discussion with staff on March 2010 End of 3rd qtr Deputy
status of the action plan FY2010 Director

3
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Objective/Milestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Start Date Targeted Actual Responsibility Resources Status

End Date Completio Assigned to Needed
n Date

Diversity and Inclusion March 2010 End of FY Training SBCR Invite DEDO to
.measurement (CS-SBCR-04), 2010 Coordinator! speak at a staff

Deputy Director meeting topics to
The NRC is doing a good job of: include career
Developing its people to their full advancement at the
potential. NRC.

Action steps: Conduct informative
sessions on the mentoring
program, career planning, and
developmental opportunities
available in the agency.

Develop and update OE's plan for October Deputy Director
FY11 2010
Develop and update OE's plan for October Deputy Director
FY12 2011
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KEY SUMMARY AREA FOR IMPROVEMENT: Communication

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey and the OE facilitated meeting indicate
the staff believes communication within the Branches and with the Front Office can be enhanced. The staff is not satisfied with the
information they are receiving from supervisors and management.

Objective/Milestone: To enhance communication vehicles between staff and supervisors/managers.

Action Steps: Targeted Start Date Targeted End Actual Responsibility Resources Status
Date Completio Assigned to Needed

n Date
Provide a suggestion box to staff January 2010 February 2010 February Deputy Director Completed -

2010 Suggestion Box is
located by the
Scanner

Provide a anonymous feedback January 2010 February 2010 February Deputy Director Completed -
form on OE Website 2010 Anonymous

feedback form
located:
http://www.internal.n
rc..ov/OE/feedback/
index.html

Improve vertical and horizontal March 2010 March First line
communications with regular 2010 supervisors/ Completed - Branch
scheduled Branch meetings Deputy Director meetings are

scheduled and are
on OE resource
calendar.

Have a dialogue with staff on e- March 2010 Deputy Director Monday morning
mail communication effectiveness topic with handout (
Clarify use and expectations of March 2010 Deputy Director
branch and staff meetings
Quarterly discussion with staff on March 2010 End of 3 rd qtr Deputy Director
status of the action plan FY2010
Develop and update OE's plan for October 2010 Deputy Director
FY11
Develop and update OE's plan for October 2011 Deputy Director
FY12 I I I I
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Williams, Joseph

From: Bouling, Ramona n
Sent: Wednesday, May 19, 2010 6:39 PM
To: Jarriel, Lisamarie
Cc: Williams, Joseph
Subject: RE: Presentation to NRO Managers on the NRC's OCWE

Categories: Red Category

We can target July 14 if ok with you. I appreciate receiving the information on the materials. Are there other costs

besides the $75-per-student cost for the course materials?

I would also like to understand any IT requirements you have for the room.

Thanks

From: Jarriel, Lisamarie
Sent: Wednesday, May 19, 2010 6:03 PM
To: Bouling, Ramona; Williams, Joseph
Subject: RE: Presentation to NRO Managers on the NRC's OCWE

I currently am on vacation the last two weeks in July. Any way to move it closer to the end of that week or
to the week of July 12th? Plus, there is a cost associated with Safely Speaking as I've mentioned before.
The course materials are $75 per student. I will give you the information you need to order the materials,
but you will need to know how many participants will be there, and fill out a Form 30 if you put it on NRO's
credit card.

Lisa

From: Bou.ng, Ramona......Bm
Sent: Wednesday, May 19, 2010 3:04 PM
To: Jarriel, Lisamarie; Williams, Joseph
Subject: RE: Presentation to NRO Managers on the NRC's OCWE

Hi Lisamarie/Joe,

To follow-up with the e-mails below, can you tell me if 7/28 is ok for your presentations to the NRO Branch Chiefs?
Also, would you prefer the morning or afternoon? Here is a proposed agenda:

8:00 - 8:15 - opening by Mike Johnson
8:15 - 8:30 - Joe Williams discusses his role as NRO DPO Program Manager
8:30 - 11:30 - Lisamarie presents "Safely Speaking" course.

Please also let me know if you would adjust the duration of either presentation.

Thanks
Ramona

From: Jarriel, Lisamarie (•K .

Sent: Tuesday, April 20, 2010 10:11 AM
To: Bouling, Ramona
Cc: Williams, Joseph
Subject: RE: Presentation to NRO Managers on the NRC's OCWE

No problem. Let me know when in July.
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Lisa

From: Bouling, Ramona
Sent: Tuesday, April 20, 2010 7:43 AM
To: Jarriel, Lisamarie; Williams, Joseph
Subject: RE: Presentation to NRO Managers on the NRC's OCWE

Lisamarie,

We would like to target the 2-3 hour version of the Safely Speaking course for a presentation to the NRO Branch
Chiefs in July. I'll be in touch regarding the date/time for the July meeting. I apologize for any confusion.

Joe,

I would like to have you on the 4/28 retreat agenda to discuss your role as the NRO DPO/V Program Manager. Are
you able to develop a presentation on this?

Thanks
Ramona

From: Jarriel, Lisamarie
Sent: Tuesday, April 13, 2010 2:03 PM
To: Bouling, Ramona; Williams, Joseph
Subject: RE: Presentation to NRO Managers on the NRC's OCWE

I'm a bit confused. Mike had approached me a while back about doing a specific training course for NRO
supervisors called "Safely Speaking" for which I am certified by the course owners to teach. It is an 8-hour
course, normally. Recently, Mike saw a 2-3 hour version conducted by a contractor, and I have also done
the shortened course recently for an LPP class. I'm confident it can not be done in 30-45 minutes. Sounds
like you are not looking the Safely Speaking training if you only have 30-45 mins. Also, please be advised,
that Renee is the OCWE POC for the agency, which includes differing views, but also team player, etc. If
you would like, I will touch base with Mike to discuss the time requirement for Safely Speaking. Let me
know.

Despite all that, I am in Region IV doing an allegation program audit the last week in April and unavailable
to give training on 4/28. Mike spoke about the July time to me.

Lisa

From: Bouling, Ramona
Sent: Monday, April 12, 2010 5:34 PM
To: Williams, Joseph; Jarriel, Lisamarie
Subject: Presentation to NRO Managers on the NRC's OCWE
Importance: High

Hi Joe/Lisamarie

Mike Johnson would like you to give a presentation to NRO branch chiefs on the Open Collaborative Work
Environment. Would you be available and prepared to give a presentation at the 4/28/10 NRO Branch Chief retreat in
the afternoon? It will be held at the Marriott across the street. If that's too soon, we could target the next Branch
Chief seminar, which will be held on May 26 (morning) in T-8A1.
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As an PYI - In June 2009, we had Renee Pederson to come and give a presentation on the Differing Views Program
and the nonconcurrence process. The focus of your presentation would be the OCWE.

Can you let me know if you would be available for the 4/28 retreat or the 5/26 seminar.

Also, we're targeting 30-45 minutes.

Thanks
Ramona
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Williams, Joseph

From: Johnson, Debby
Sent: Thursday, May 20, 2010 4:06 PM
To: Williams, Joseph
Subject: RE: List of agency's issues resolution systems

Categories: Red Category

Okay, thanks. And good job this morning!

From: Williams, Joseph 0
Sent: Thursday, May 20, 2010 3:24 PM
To: Johnson, Debby
Subject: RE: List of agency's issues resolution systems

Debby,

I assume "Agency Suggestion Program" is the "Employee Suggestion Program?"

The other items that come to mind are the NRO Corrective Action procedure and NRO-REG-1 11, both of
which are under development, so I don't know if they are within the scope of this request. FYI, it is my
understanding that the latter procedure has provisions for staff to address issues they may identify during
activities like construction inspections, but I don't yet have direct knowledge of the procedure content.

The other item I mention in the presentations I'm doing is the Open Door policy, but I'm not sure that meets

the definition of the sort of systems they are looking for.

Joe

From: Johnson, Debby
Sent: Thursday, May 20, 2010 9:26 AM
To: Williams, Joseph
Subject: FW: List of agency's issues resolution systems

Joe,

Can you review to see if there's anything that we should propose adding?

Thanks,

Debby
415-1415

From: Cai, June \. -

Sent: Wednesday, May 19, 2010 3:00 PM
To: Cai, June; 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
Subject: List of agency's issues resolution systems

As I mentioned in an email a couple of weeks ago, OE has a contractor doing an evaluation of the agency's
issues identification and resolution systems, as recommended by the Internal Safety Culture Task For



They are in the final data collection stages, and I wanted to do one more check to make sure we haven't
left any systems out. I know Laura ask you to do a similar check earlier this year, and I just wanted to do
one final round, in case there are new systems that have come into place. Also, as FYI, we considered
including the Union and OIG on the list, but decided not to because the scope is being limited to systems
owned/run by the agency.

If you have any additions, I need to know in the next week (COB May 2 6th) Thanks!

Here is the list:

, Employee Satisfaction Surveys
* Agency Suggestion Program
* RES Feedback Portal
• ROP Feedback Program
* Ask NSIR Management
* Region III Suggestion Box
* Ask Region I Management
* Ask Region II Management
• Ask Region IV Management
* 2.206 Petition Process
* Allegation Program
* Generic Issues Program
* Lessons Learned Program
* NRR Corrective Action Program
• Region I Corrective Action Program
* SFST Lessons Learned Process
* Differing Professional Opinions Program
* Non-Concurrence Process
* Employee Assistance Program
* Employment Discrimination Complaint Process
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Williams, Joseph tOp

From: Cai, June 0C -
Sent: Monday, May 24, 2010 12:12 PM
To: Johnson, Debby
Cc: Williams, Joseph
Subject: RE: List of agency's issues resolution systems

Categories: Red Category

Thanks for making me aware. I may have the contract add a note to the report that there have been, and continues
to be, new processes being added during the time the evaluation has been conducted. We'll be sure to include this
one in such a note.

Thanks

June
1-

From: Johnson, Debby ORL,
Sent: Monday, May 24, 2010 11:14 AM
To: Cai, June
Cc: Williams, Joseph
Subject: RE: List of agency's issues resolution systems

June,

NRO's Corrective Action procedure and NRO-REG-1 11 are both under development. Since they haven't
been finalized yet, they may not be ready for the list below, but we wanted to mention them. If you have
any questions, please give Joe Williams a call at (301) 415-1470.

Regards,

Debby
415-1415

From: Cai, June O0I.-'.L
Sent: Wednesday, May 19, 2010 3:00 PM
To: Cai, June; 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
Subject: List of agency's issues resolution systems

As I mentioned in an email a couple of weeks ago, OE has a contractor doing an evaluation of the agency's
issues identification and resolution systems, as recommended by the Internal Safety Culture Task Force.
They are in the final data collection stages, and I wanted to do one more check to make sure we haven't
left any systems out. I know Laura ask you to do a similar check earlier this year, and I just wanted to do
one final round, in case there are new systems that have come into place. Also, as FYI, we considered
including the Union and OIG on the list, but decided not to because the scope is being limited to systems
owned/run by the agency.

If you have any additions, I need to know in the next week (COB May 2 6 th). Thanks!

Here is the list:
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* Employee Satisfaction Surveys
" Agency Suggestion Program
" RES Feedback Portal
" ROP Feedback Program
* Ask NSIR Management
" Region III Suggestion Box
* Ask Region I Management
* Ask Region II Management
" Ask Region IV Management
" 2.206 Petition Process
" Allegation Program
• Generic Issues Program
" Lessons Learned Program
• NRR Corrective Action Program
" Region I Corrective Action Program
* SFST Lessons Learned Process
* Differing Professional Opinions Program
" Non-Concurrence Process
• Employee Assistance Program
" Employment Discrimination Complaint Process
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Faria-Ocaslo, Carolyn

From:
Sent:
To:
Subject:
Attachments:

Nibert, Patty -
Thursday, May 27, 2010 11:22 AM
Faria-Ocasio, Carolyn; Schwartz, Maria; Cai, June
OE Action Plan
2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN
(8).docx

I have incorporated everyone's comments, please review and then I will forward to management.

Thanks,

9taflo , 9flOenaie

301 -4,15 -38 19
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN

FOR THE OFFICE OF ENFORCEMENT

PURPOSE: This plan was developed to respond to the OIG Safety Culture and Climate Survey data. OE plans to leverage results
from the survey, a facilitated discussion with the staff, and insight from agency focus groups in order to maintain our strengths and
improve areas of weakness. This plan is intended to be a "living document" and may be revised as necessary to respond to future
challenges.

KEY SUMMARY AREA FOR IMPROVEMENT: SupervisionlManagement

SUMMARY OF SURVEY RESULTS: The 2009 OIG Safety Culture and Climate Survey results offered opportunities for
improvement in management leadership, supervision, and engagement. OE had lower favorable scores on questions regarding
management of work unit, supervisor's ability to manage people well, and the supervisor's ability to build teamwork.

Objective/Milestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status/Remarks

Date Date Completion Assigned to Needed
Date

Supervisors/Management gain January 2010 February 2010 February 17, Deputy Staff meeting held on
feedback on currency of survey 2010 Director 1/12/2010.
data through staff meeting followed
by facilitated discussion with staff Facilitated discussion with

staff on 2/17/10.

Purpose of meetings: To
Complete, validate and
updated results from survey

Minutes of the meetings
were shared with staff on
3/1/2010

Share with staff gained feedback on February 2010 March 2010 March 8, Deputy E-mailed action plan to staff
OE Action Plan 2010 Director for comments (3/8/2010)

Review insights gained from Summer 2010 August 2010 Safety Culture (SCPM) to ID lessons
agency-wide focus groups and Program learned and share with staff
implement applicable lessons- Manager
learned to OE. Examples: (SCPM)/

OE Safety
* Knowledge management Culture contact* Diversity issues

Updated: May 17, 2010 1



Objective/Milestone: To gain feedback on improvin supervision and management.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources StatuslRemarks

Date Date Completion Assigned to Needed
Date

1) Clarify roles and responsibilities March 2010 Ap•4l 2010 1 st line 1) Developed greater
and accountability for staff and supervisors/ specificity on staff roles for
supervisors May 2010 Deputy Safety culture positions.

Director
2) Identify primary and secondary 2) Developed and updated
responsibilities of Director and chart of roles and
Deputy Director responsibilities of staff

Quarterly discussion with staff on March 2010 End of 3rV qtr Deputy All-Hands meeting
status of the action plan FY2010 Director tentatively scheduled for

June 9 @ 9:30
Diversity and Inclusion March 2010 End of 3 rd qtr Training P. Nibert and M. Schwartz
measurement_(CS-SBCR-04). FY201 0 Coordinator/ met with B. Williams on
Question: My supervisor Deputy 5/11/2010 to discuss
effectively works with people who Director developing a Diversity
are of different gender, racial/ethnic Assessment Plan that.,will be.
background or lifestyle, tailored to OE

Question: Employees are treated Refresher EEO course for
with respect at the NRC, regardless managers scheduled for
of their job 7/22/2010

Action Steps: Engage SBCR to
promote agency EEO and diversity
management efforts through focus
group and individual staff
discussions
Develop and update OE's plan for October 2010 Deputy
FY11 Director/

P. Nibert
Develop and update OE's plan for October 2011 Deputy
FY12 Director/

P. Nibert

Updated: May 17, 2010 2



KEY SUMMARY AREA FOR IMPROVEMENT: Performance Management

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey indicated a belief by the OE staff that the
performance review process needs to be improved by indicating strengths and weaknesses of the staff, helping to create an IDP, and
identifying training and development needs.

Objective/Milestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status

Date Date Completion Assigned to Needed
Date

1) Make Office Director March 2010 Oct. 30, 2010 First Line Human 1) Completed in April 2010
expectations clear to supervisors Supervisors Resources

2) E-mail from Director to
2) Develop a tool to facilitate staff (5/10) requesting
supervisor/staff discussion on voluntary response on
performance throughout the year effectiveness of tool used at
including developmental mid-year reviews.
opportunities and training.

Planned approach to be developed March 2010 December 2010 First Line Planned approach to be
to Update Position Descriptions Supervisors/ developed by Management

Managers Analyst
Offer seminars for supervisors and March 2010 Oct. 2010 Training Human E-mail to staff with 3 or 4
staff on promoting effective Coordinator/ Resources courses being offered. Staff
performance management Deputy to rank in order of
practices Director preference.
Training for supervisors on how to March 2010 Oct.2010 Training Human E-mail to staff with 3 or 4
conduct effective performance Coordinator/ Resources courses being offered. Staff
reviews Deputy to rank in order of

Director preference.
Offer seminar to staff and March 2010 Oct. 2010 Training Human E-mail to staff with 3 or 4
supervisors on the IDP process Coordinator/ Resources courses being offered. Staff

Deputy to rank in order of
Director preference.

Review approach to giving awards March 2010 October 2010 Director/ E-mail from Director to staff
and discuss proposed changes Deputy requesting input on

Director approach
Quarterly discussion with staff on March 2010 End of 3rd qtr Deputy
status of the action plan FY201 0 Director

Updated: May 17, 2010 3



Obiective/Milestone: To determine wavs to strenathen OE's Derformance manaaement Dractices.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status

Date Date Completion Assigned to Needed
Date

Diversity and Inclusion' March 2010 End of FY 2010 Training SBCR Invite DEDO to speak at a
measurement (CS-SBCR-R4). Coordinator/ staff meeting topics to

Deputy include career advancement
The NRC is doing a good job of: Director at the NRC.
Developing its people to their full
potential.

Action steps: Conduct
informative sessions on the
mentoring program, career
planning, and developmental
opportunities available in the
agency.

Develop and update OE's plan for October 2010 Deputy
FY11 Director
Develop and update OE's plan for October 2011 Deputy
FY12 Director

Updated: May 17, 2010 4



KEY SUMMARY AREA FOR IMPROVEMENT: Communication

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey and the OE facilitated meeting indicate
the staff believes communication within the Branches and with the Front Office can be enhanced. The staff is not satisfied with the
information they are receiving from supervisors and management.

Objective/Milestone: To enhance communication vehicles between staff and supervisors/managers.

Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status
Date Date Completion Assigned to Needed

Date
Provide a suggestion box to staff January 2010 February 2010 February Deputy Completed - Suggestion

2010 Director Box is located by the
Scanner

Provide a anonymous feedback January 2010 February 2010 February Deputy Completed -Anonymous
form on OE Website 2010 Director feedback form located:

http:l/www.internal.nrc.gov/O
E/feedback/index.html

Improve vertical and horizontal March 2010 March First line
communications with regular 2010 supervisors/ Completed - Branch
scheduled Branch meetings Deputy meetings are scheduled and

Director are on OE resource
calendar.

Have a dialogue with staff on e- March 2010 Deputy Monday morning topic with
mail communication effectiveness Director handout
Clarify use and expectations of March 2010 Deputy
branch and staff meetings Director
Quarterly discussion with staff on March 2010 End of 3 rd qtr Deputy
status of the action plan FY2010 Director
Develop and update OE's plan for October 2010 Deputy
FY11 Director
Develop and update OE's plan for October 2011 Deputy
FY12 Director

Updated: May 17, 2010 5



Cai, June

From: Lorson, Raymond, N •i•.5
Sent: Friday, May 28, 2010 10:49 AM
To: Cai, June; Longmire, Pamela; Ward, Steven; Jones, Sam
Subject: RE: OIG survey action plan

June we had a leadership training on resiliency at our last NMSS advance and this was a key message/best
practice in communicating change and ideas to large organizations. The bottom line was that to be effective
you need to communicate key messages multiple (5) times, 5 different ways. In the OIG safety culture effort to
encourage full participation, for example, we communicated the survey at least five times (office Box
announcements, all hands meetings, division meetings, branch meetings, had two standdowns) and used a
variety of methods - web site, box announcements, posters, meetings etc to get the word out.

Sam - I cc'd you on here - pls provide June with the name of the speaker, and the reference for the
communications strategy that we picked up in December.

Thanks

Ray

From: Cai, June ,
Sent: Friday, May 28, 2010 10:26 AM
To: Lorson, Raymond; Longmire, Pamela; Ward, Steven
Subject: OIG survey action plan

I'm reviewing the office action plans again, to look for good practices that may be worth sharing among
offices. In your plan, on the last page, item 2 is to "implement guidance from 2009 NMSS Advance to
communicate change 5 times using 5 different methods." I'm interested in learning more about what that is. Is
this a document or information you could forward me?

Thanks!

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai@nrc.gov
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OE,
Cai, June

From: Cai, June 0L.
Sent: Friday, May 28, 2010 10:26 AM
To: Lorson, Raymond; Longmire, Pamela; Ward, Steven
Subject: OIG survey action plan

I'm reviewing the office action plans again, to look for good practices that may be worth sharing among
offices. In your plan, on the last page, item 2 is to "implement guidance from 2009 NMSS Advance to
communicate change 5 times using 5 different methods." I'm interested in learning more about what that is. Is
this a document or information you could forward me?

Thanks!

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai@nrc.gov

/
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Cai, June

From: Dehn, Jeff PES
Sent: Thursday, June 03, 2010 3:33 PM
To: Cai, June
Cc: Santiago, Patricia
Subject: RE: Heads up: draft focus group report & other items

Hi June,

I'll say off the bat that in RES we're trying to work our action items into some established Areas of Focus
(2010's are being established, but here is the 2009 set for reference:
http://www.internal.nrc.qov/RES/document-
library/FY2009%2OArea%20of%20Focus/FY2009%20Focus%20Area.pdf). Each area is headed by an
executive (SES) and a lead (usually a branch chief), as well as other group participants. We think this is the
most effective way to see the survey's results incorporated into the office culture and also eliminate duplication
of effort. If anything else comes to mind, I'll be sure to share.

Also, Lance Rakovan asked about updating the location of our plans - so that a living action plan can be seen
in its most up-to-date state. We'll be linking from this SharePoint page for that purpose, which is updated as
http://portal.nrc.pov/edo/res/pmda/RES OIG Survey/Lists/ActionPlanContent/AII Items. aspx

Thanks,
Jeff

Jeff Dehn

International Relations Specialist
Office of Nuclear Regulatory Research (RES)
US Nuclear Regulatory Commission
ieff.dehn@nrc.gov

301-251-7672
C-6022

From: Cai, June 0E- E -K\>
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

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 .(1

1



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

2



Rakovan, Lance

From: Landau, Mindy
Sent: Friday, June 04, 2010 9:03 AM
To: Rakovan, Lance
Subject: FW: INFO: focus group report to ODs/RAs

From: Zimmerman, Roy
Sent: Friday, June 04, 2010 8:54 AM
To: Collins, Elmo; Collins, Sam; Satorius, Mark; Reyes, Luis; Ash, Darren; Virgilio, Martin; Weber, Michael; Sheron, Brian;
Burns, Stephen; Vietti-Cook, Annette; Brenner, Eliot; Schmidt, Rebecca; Poole, Brooke; Doane, Margaret; Dyer, Jim;
Greene, Kathryn; Howard, Patrick; Miller, Charles; McDermott, James; Haney, Catherine; Johnson, Michael; Leeds, Eric;
Wiggins, Jim; McCrary, Cheryl; Boyce, Thomas (OIS); Kelley, Corenthis
Cc: Landau, Mindy; Mamish, Nader; Williams, Kevin; Cai, June
Subject: INFO: focus group report to ODs/RAs

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 01G Safety
Culture and Climate Survey. 20 groups were conducted at Headquarters and all the Regions. OE is
expecting to receive the draft report from the contractor on June 14th, and will be providing this to you
for a 2 week review and comment period (ending June 2 5 th). The draft report will also be shared with
the safety culture contacts from your offices and NTEU. We wanted to give you an early heads up
this report will be coming soon for your review. Please contact June Cai of my staff
(iune.caik.nrc.aov, 301-415-5192) for any questions on this activity. Have a great weekend, Roy

A/



Williams, Joseph

From: Cai, June C . , )- {) ,
Sent: Friday, June 18, 2010 2:26 PM
To: Schwartz, Maria; 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;
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; Williams, Joseph;
Jefferson, Steven; Pedersen, Renee; Barnes, Valerie; Jarriel, Lisamarie

Cc: 'lan.tran@focalpointcg.com'; 'Eric Moore'
Subject: RE: Your assistance needed with pre-testing employee survey

Categories: Red Category

Yes!

The invite for the pretest is only going out to this group (mostly office safety culture contacts), but once you
get into the survey, you don't have to enter your name or anything.

When we do the actual survey, it will be distributed through a network announcement and will be
anonymous.

Thanks for asking.

June

From: Schwartz, Maria ----- ----
Sent: Friday, June 18, 2010 2:23 PM
To: Cai, June; 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; 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; Williams, Joseph; Jefferson, Steven; Pedersen, Renee; Barnes, Valerie; Jarriel, Lisamarie
Cc: 'lan.tran@focalpointcg.com'; 'Eric Moore'
Subject: RE: Your assistance needed with pre-testing employee survey

Is it anonymous?

From: Cai, June . €
Sent: Friday, June 18, 2010 2:20 PM
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; Williams, Joseph; Jefferson, Steven; Pedersen, Renee; Barnes, Valerie; Jarriel, Lisamarie
Cc: 'lan.tran@focalpointcg.com'; 'Eric Moore'
Subject: Your assistance needed with pre-testing employee survey

All - as you may be aware, OE has hired a contractor, Focal Point Consulting Group, to conduct an
evaluation of the agency's issues identification and resolution systems, as part of our internal safety culture
activities. They are in the final stages of data collection and have developed an employee survey to get
feedback from the staff agencywide. Your help is needed in pretesting this survey, to ensure it is
understandable and well crafted. It should only take 10-15 minutes. See details below.



Your participation and feedback on this, by Tues, June 22 5pm, is much appreciated! Any questions,
please let me know.

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
U.S. Nuclear Regulatory Commission
301-415-5192
june.cai@nrc.gov

From: Lan Tr .. nfocapointcg~com.
Sent: Friday, June 18, 2010 12:02 PM
To: Cai, June
Cc: 'Eric Moore'
Subject: Invitation for NRC's Issue Resolution System Employee Opinion Survey

Dear Participant,

You have been selected as part of a special audience to participate in the pre-test of the NRC's Issue Resolution
System Employee Opinion Survey. The survey is being conducted as part of an evaluation of the Agency's issues
identification, evaluation, and resolution process to identify areas for improvement. This was a recommendation
made by the Agency's Internal Safety Culture Task Force in 2009. While many issues are resolved informally, through
discussions and by going to your supervisor/manager, the focus of this activity is on the formal programs/systems
for issue resolution.

The survey is currently in the development and testing stage and this pre-test is being conducted for evaluation
purposes prior to its fielding in July. We ask that you complete the questionnaire developed for the NRC's Issue
Resolution System Employee Opinion Survey, and then continue on to a few additional questions, which request
feedback on the survey itself. Responses collected in the pre-test will be used for evaluation purposes only, will be
examined in aggregate, and will not be presented as results of the study.

FocalPoint, an independent firm, will administer this survey online. Under NO CIRCUMSTANCES will any data linking
individual employees to their responses be given to NRC.

The survey should take approximately 10-15 minutes to complete. Please respond before the pre-test period closes
on Tuesday, June 22 at 5:00 pm.

You can access the survey using the following link:

http ://www. snapsurveys .com/swh/surveylogin .asp?k=127674308325

If the survey page does not open when you click on the link, you can open an Internet browser, highlight and copy
the survey Web address above, and paste it into the address bar of the browser, to load the survey.

If you have any questions or problems accessing the survey, please feel free to contact FocalPoint Support at
support@focalpointcg.com. If you have any questions about this activity in general, please contact the NRC Project
Manager, June Cai, at iune.cai@nrc.gov or 301-415-5192.
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Thank you for your participation in this important step in the survey process.
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Williams, Joseph

From:
Sent:
To:

Cai, June QiY."- /, - A ('
Friday, June 18, 2010 2:14 PM
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;.Williams, Joseph; Jefferson, Steven
FW: Special Edition HIGNFY: NRR Management Changes - Making the TransitionSubject:

Categories: Red Category

All,

See recent issue of NRR's newsletter below, where supervisor changes are discussed. As you are aware,
supervisor "churn" has been an issue that has come up in several previous surveys/focus groups. You
may want to consider periodically including a similar message in your office specific communications as
appropriate in the future. It's very important to explain and remind staff why the agency encourages
supervisors and managers to move around and acknowledge that it can be challenging for the staff.

If you need any help in crafting up such messages in the future, please let me know.

Thanks to Laura Gerke for forwarding and for being so proactive on this issue for NRR.

Thanks

June

From: Gerke, Laura • •. •.
Sent: Friday, June 18, 2010 11:35 AM
To: Cai, June
Subject: FW: Special Edition HIGNFY: NRR Management Changes - Making the Transition

June,

FYI: a message we developed to respond to NRR's SCCS concerns about supervisor churn.
Laura

From: NRRHIGNFY Resource
Sent: Friday, June 18, 2010 9:33 AM
To: NRR Distribution
Subject: Special Edition HIGNFY: NRR Management Changes - Making the Transition

-June 18, 2010 -

* SPECIAL EDITION *

Have I Got News For You!

Office of Nuclear Reactor Regulation Mission Statement

14



NRR supports the NRC mission to protect public health, safety, and the environment by
developing and implementing rulemaking, licensing, oversight, and incident response

programs for reactors. We conduct these activities in a manner that develops trust and is
consistent with the NRC organizational values.

NRR Management Changes - Making the Transition

You may have seen the Yellow Announcement on the recent branch chief changes in
NRR. I am issuing this Special Edition to provide some insight on the changes, their
benefits to the organization, the opportunity they provide, and my expectations for a
smooth transition, including providing performance input.

According to the Safety Culture Survey, NRR felt that the agency is doing a good job of
,developing its people to their full potential as well as retaining its most talented people.
These results are a strong endorsement of the investment we make in training and
development and contribute to what makes the NRC the "best place to work." These
branch chief moves are key to providing developmental opportunities for our supervisory
corps, which leads to their retention, and potential promotion opportunities. Survey results
also indicated, however, that staff is concerned about frequent changes of immediate
supervisors. While the change is good for the organization in the long run, we
acknowledge that there can be some bumps in the road in the interim; we're committed to

!making the trip as smooth as possible.

Why are these supervisory changes occurring? Changes may be prompted by the need to
ifill vacancies resulting from retirement or management selections in other offices. As
supervisory positions become available, opportunities open up for existing supervisors to

Ifurther develop and learn about other technical or programmatic areas, which in turn also
provides opportunities for candidates from the Leadership Potential Program and other
senior staff to come on board as supervisors. It is not only in NRR's interest, but also the
agency's, to develop managers with a balance of technical, programmatic, and supervisory
skills; part of how they gain such expertise is through diverse supervisory experiences

!dealing with a variety of technical issues. This cyclical movement also opens the doors for
!staff, with job openings and rotations occurring to replace staff moving into supervisory
!positions. I encourage each of you to also consider these developmental opportunities.

The NRR Management Team understands that change puts increased responsibility on
both the management and staff during the transition phase. While managers are expected

1to facilitate a smooth transition, staff can assist them in this effort. It is management's
responsibility to lead the organization by providing upfront expectations, and engaging staff
in the transition, to ensure there is a good handoff between supervisors, so that the staff
gets fair and informed appraisals. I'm asking the staff to share knowledge and experience
of what is already working well in the branch with the incoming branch chief. This provides
a great knowledge transfer opportunity. It helps us to ultimately fulfill our mission.

We are aware that a change in branch chiefs can be a cause for concern for some staff,
'and we are sensitive to those concerns. We also need to remember that we are all working
toward one goal, the mission of the agency - Protecting People and the Environment. The
I reason the NRC is the best place to work is because of the great people we have - that
goes for the staff as well as their supervisors. We can all learn and gain experience from
one another. We ask that you share any feedback with your supervisor on any of the work
areas addressed that may affect you.

Thank you for all that you do!
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Cai, June

From: Cai, June
Sent: Thursday, June 24, 2010 12:48 PM
To: Flack, Jennifer
Subject: RE: ACTION: comments on draft focus group report

Thank you for this observation.

I do want to note that staff from those corporate support offices may also have been part of many of the other
groups (e.g., the tenure group (which focused on length of service with the agency), branch chiefs, secretaries,
HQ mixed, and HQ admin). For these other groups we did not track which offices people were from. The
corporate support group was specially targeted towards staff in those offices, but those staff could have been a
part of the other groups as well (the selections were done randomly).

Thanks

June

From: Flack, Jennifer ADrn
Sent: Monday, June 21, 2010 6:06 PM
To: Cai, June
Subject: RE: ACTION: comments on draft focus group report

Hi June,

I was tasked with responding to this by my office director. Please note, the only comment ADM has is that the
survey doesn't reflect enough attendees from the corporate support offices, i.e. CFO, ADM, OIS. The data
shows that only 6 confirmed attending the agency-focus group.

However, we look forward to the office-specific focus group that will enable us to have more details and
comments.

Thank you and have a great day.

Best regards,

Jenny Flack
Program Analyst-ADM/PMDA
Office: (301)492-3547
Fax: (301)492-3444

From: Cal, June
Sent: Tuesday, June 15, 2010 7:18 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; Williams, Joseph; Jefferson, Steven
Subject: FW: ACTION: comments on draft focus group report



Safety culture contacts - the draft focus group report is available for your review and comment. Please see
email below that was sent out to your office directors/regional administrators. Comments are needed by June
25.

Thanks

June

From: Zimmerman, Roy Os-
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 consider in 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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Cai, June

From: Cai, June 0-
Sent: Monday, June 28, 2010 9:06 AM
To: Pedersen, Renee; Zimmerman, Roy; Campbell, Andy
Subject: FW: YT-2010-0094 - Final Draft NRC Report 6-11-2010 Protected Version

See NRO's recommendation on OCWE training. Hopefully we'll be able to make progress with HR soon on
training in safety culture/OCWE.

From: Johnson, Debby IR ,

Sent: Friday, June 25, 2010 8:52 AM
To: Cai, June
Cc: Johnson, Michael; Tracy, Glenn; Williams, Joseph; RidsNroMailCenter Resource; King, Shannon; Lockhart, Denise;
Rivera-Varona, Aida; Holmes, Beverly; Bouling, Ramona
Subject: YT-2010-0094 - Final Draft NRC Report 6-11-2010 Protected Version

June,

We appreciated the opportunity to review the draft focus group report, and gleaned valuable insights from
it. NRO would like recommend 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. To further understand the NRO-specific results from the
survey, we look forward to working with you and the contractor to hold two facilitated listening sessions for
NRO staff. Feel free to contact me with any questions.

NRO Mailroom- This closes YT-2010-0094.

Regards,

Debby Johnson
NRO/PMDA/HCMB
(301) 415-1415

From: Zimmerman, Roy O9-
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 dr ft



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 consider in 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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Cai, June

From: Cai, June Oý-
Sent: Monday, June 28, 2010 2:33 PM
To: Bartley, Jonathan
Cc: McCree, Victor
Subject: RE: ACTION: comments on draft focus group report

Jonathan,

Thank you for the comments. Some of these are definitely echoing the types of feedback I'm getting from
other offices. I will add these to my consolidated list, and I'll be meeting with the contractor to discuss these
tomorrow.

Thanks again for your support on this.

June

From: Bartley, Jonathan k\\
Sent: Monday, June 28, 2010 1:01 PM
To: Cai, June
Cc: McCree, Victor
Subject: RE: ACTION: comments on draft focus group report

June,

Here is some general feedback on the report from Region II:
- Amount of information in the report is overwhelming. There is so much information that the document in its
present form to be of limited value.
- There are some good insights contained in this data, although the rpt format makes it a bit tedious to wade
thru.

Recommendation:
- Develop discrete "things to do" or "top 10 recommendations"
- Eliminate unnecessary information to condense the report or develop a separate report for dissemination to
employees that focuses on the results.

Jonathan

From: Cai, June
Sent: Tuesday, June 15, 2010 7:18 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; Williams, Joseph; Jefferson, Steven
Subject: FW: ACTION: comments on draft focus group report

Safety culture contacts - the draft focus group report is available for your review and comment. Please see
email below that was sent out to your office directors/regional administrators. Comments are needed by June
25.



Thanks

June

From: Zimmerman, Roy CE
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 consider in 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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Williams, Joseph

From: Johnson, Michael
Sent: Sunday, June 27, 2010 4:35 PM
To: Williams, Joseph
Subject: RE: OCWE Training

Categories: Red Category

Thanks Joe.

From: Williams, Joseph
Sent: Thursday, June 24, 2010 3:07 PM
To: Johnson, Michael
Cc: Tracy, Glenn; Johnson, Debby
Subject: OCWE Training

Mike,

For your info, here is the exchange between me and June Cai regarding OCWE/safety culture training.
Some of what June talks about is in line with our discussion this morning (i.e., new employee training), but
the concepts we discussed have broader scope.

I'm going to put together a paragraph describing our thoughts regarding training for Debby to use when she
responds to the ticket.

Joe

From: Cai, June C <- ,-
Sent: Tuesday, June 22, 2010 2:32 PM
To: Williams, Joseph
Cc: Johnson, Debby
Subject: RE: Recommendations for 8a firms

Joe,

I'm just in the early brainstorm/exploratory stages at this point for this. One of the Internal Safety Culture
Task Force recommendations is to do training. I've been working with HR to do formal training in this area
for supervisors, and also a module for new employees in the new orientation program for new employees
they are developing. HR has the lead on formal, required training. What OE has more in mind for this are
periodic seminars or featured speakers. I'm glad to hear about your interest in this. I'm just in the initial
thinking stages. Once I get it fleshed it out, I'll let you know what we are thinking of doing.

Thanks

June

From: Williams, Joseph
El.-= -I-U.•AU , -.1UI 11) .)nltln 11 .JC1 0M
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To: Cai, June
Cc: Johnson, Debby
Subject: RE: Recommendations for 8a firms

June,

6
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I'm interested in hearing what you have in mind for safety culture training. One item from NRO's action
plan is training for all employee's in differing views processes and expectations; we've started that effort
with presentations being made to each division. The draft focus group report also suggests there is some
confusion regarding the various processes and their relationship to one another. It is my view that this
topic central to the agency's mission, so it is at least as important as training required for items such as
computer security awareness.

Thanks.

Joe Williams

From: CA, June - - ,. •

Sent: Tuesday, June 22, 2010 12:19 PM
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; Williams, Joseph; Jefferson, Steven
Subject: Recommendations for 8a firms

All - I'm in need of any recommendations for 8a eligible small/disadvantaged businesses, preferably one
who has experience working with the agency. I had one picked out up and was working on awarding them
a contract, but things just fell through. So now I am having to scramble a bit for other qualified 8a
contractors, so the schedule doesn't get too behind. The work would be to conduct an inventory of
procedures at the office level and lower. This is to support one of the Internal Safety Culture Task Force
recommendations to improve procedure quality. Any recommendations would be much appreciated.

On a side note, I'm also considering a contract to do some training related to safety culture - any

recommendations you have there would be helpful as well.

Thanks

June
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Williams, Joseph

From: Cai, June -)
Sent: Friday, July 30, 2010 6:12 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; Longmire, Pamela; Ward, Steven;
Golder, Jennifer; Delligatti, Mark; Williams, Joseph; Jefferson, Steven

Cc: Adelstein, Patricia, Nibert, Patty; Hernandez, Pete
Subject: Chairman briefing update

Categories: Red Category

We had a good discussion with the Chairman and Angela Coggins, his policy advisor, yesterday. Overall
we got favorable responses from the Chairman on the information we presented, including that the offices
now have safety culture contacts (you all) and office specific action plans.

One follow up action we have is he requested that we brief him on the focus group report, before it is
released agency wide. I'll be working with OE management and OEDO staff on when to set that up for.
I'm expecting the final report towards the end of next month from the contractor. We will want to also be
ready at that point to discuss at least an initial plan of action.

Another interesting item to point out is that the Chairman indicated interest in having the next OIG survey
be done in conjunction with focus groups into one assessment activity. We responded that since it's
owned by the OIG, it's up to them what methods they want to use. I recommended that they could
consider doing a more full safety culture assessment, similar to those done by the industry and other
organizations, which involve multiple techniques, such as surveys, focus groups, interviews, document
reviews, observations, etc. to gain a more full picture. The Chairman indicated this is something-he will
think about and talk to the IG about before their next survey (currently scheduled for 2012).

Overall good briefing and the Chairman is very interested and supportive of this area! Keep up the great
work!

June
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Cai, June

From: Cai, June •Yc-
Sent: Monday, June 28, 2010 9:01 AM
To: Murray, Alex t, M..s
Cc: NTEU, Dale Yeilding
Subject: RE: NTEU Comments and Suggestions - RE: ACTION: comments on draft focus group

report

Alex,

Thanks for the comments. See below for responses. Please note that since this is an independent activity,
done by these contractors with experience in conducting focus groups and developing the reports, I've tried to
focus the comments I'm sending them more on formatting and organization of the information, as well as
clarifications needed. I've tried to limit giving them comments that could be interpreted as asking for revisions
to the content of the results. In that light, a few of your comments I've passing along with the request to review
the data again carefully on those topics and revise only if warranted by the data and is consistent with the level
of detail/approach for the rest of the report. Hope this makes sense. If you have any questions, let me know.

1. In general, this appears to be a reasonable draft report on a subject area that is often difficult to
describe.

2. The report would benefit from a clearer statement of the path forward or by citing an NRC document on
the path forward. Using the survey results to develop action plans to address survey results on
employee attitudes, perceptions, and beliefs seems a little weak and circular in nature. Indeed, one of
the findings from the focus groups is the staff is skeptical that anything beneficial will result from these
activities (e.g., key point number 8). The staff wants to see substantive improvements. There should
be statements that clearly promote positive paths forward and objectives to correct whatever needs to
be corrected. The purpose of doing these focus groups was to delve deeper into issues identified by
the OIG survey results as needing further attention (e.g., lower favorable scores, less improvement
from previous survey, differences in results from demographic groups, etc.) The nature of surveys
provide a "snapshot" and some trending information. The focus groups provide for richer, deeper data
on the issues highlighted by the survey. The results of the focus groups will help develop appropriate
action plans. I'm making the recommendation to the contractor to provide some of this
background/context of this activity in the report, to clarify this.

As far as specifically mentioning what actions will be taken to address the results, that's the
responsibility of the agency, after we review the final report. The contractor was only asked to
independently conduct these groups and report on the results, so it's not in their responsibility to take
action on the results. When we roll out the final report agency wide, there will be communications that
go along with it providing information on what will be done. I'm actually putting together some
communications soon to office directors/regional administrators on what some short term actions are,
which I'll share with you. Hopefully I'll be getting that out in a week or two.

3. The draft report contains many findings and themes, and eight are brought forward as key points. From
reading the report, there should be a clear conclusion of a dichotomy ahead of the key points - some
things are good/positive, and some things aren't so good/negative - and we need to correct the root
causes of the negative findings.
I'll ask the contractor to consider making this distinction in the presentation of the key themes.

4. The key points are not fully consistent with the findings later in the report. It is recommended that the
findings concerning the frequent movement of managers, excessive/arbitrary emphasis of deadlines
and schedules, and an unwillingness to share information (i.e., treating all information as if it is on a
'need to know" basis, particularly by management) are included as key points, at a minimum. In
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addition, key point three on respect seems to be somewhat mischaracterized - the findings seem to
indicate a tiered approach, with managers respected the most by the Agency and its actions, technical
staff second, and administrative staff third.
I'll ask the contractor to re-review the data on these topics carefully, and if warranted, revise the
description if needed. See my response above about being careful not to come across to the
contractor as asking for revisions to the actual content/results of the report.

5. Key point six should also note the finding that staff is generally unhappy with Agency-developed,
custom software and believe commercial software would be better.
Same as above.

6. The report only contains three short paragraphs on the concerns with the OCWE (Open Collaborative
Work Environment). This is an important area for the Agency and its safety regulatory mission, and
should be elaborated upon more in the document and key point 7..
Same as above - provide additional discussion if warranted after careful review of the data, and also
want to be consistent with the approach and level of detail as the rest of the report.

Please contact us (myself or Dale) if you have any questions - and have a great weekend,

Alex.

From: Cai, June /

Sent: Tuesday, June 15, 2010 7:19 AM
To: NTEU, Dale Yeilding; Murray, Alex
Subject: FW: ACTION: comments on draft focus group report

FYI - If you'd like to review and comment, please do so by June 25.

Thanks

June

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 5th 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 consider in your
review:
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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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0---Qf"-/Cai, June

From: Campbell, Andy 0 t'
Sent: Thursday, July 01, 2010 7:37 PM
To: Zimmerman, Roy; 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; Landau, Mindy; Rakovan, Lance

Subject: RE: ACTION: comments on draft focus group report
Attachments: OE focus group report - near term actions.docx

The Office of Enforcement thanks everyone who provided comments on the draft focus group report. We
appreciate the time and effort taken to read it and provide feedback to us. June Cai has evaluated the
comments received and developed a near term path forward for the report, which is attached for your
information. If you have any questions feel free to contact June (june.cai@nrc.gov, 301-415-5192).

Thanks again,

Andy

Andrew C. Campbell, Ph.D.
Deputy Director
Office of Enforcement
mail stop 04-H5
US Nuclear Regulatory Commission
Rockville, MD 20852

email: Andy.CampbellP~nrc.gov
phone: 301-415-7566

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;
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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 25 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 consider in 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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Faria-Ocasio, Carolyn

From: Schwartz, Maria OW.
Sent: Thursday, August 05, 2010 9:01 AM
To: Faria-Ocasio, Carolyn; Nibert, Patty
Subject: RE: Diversity Assessment Plan- OE

Carolyn,

I think you could say something like (Patty, help me out here):

Barbara,

When we received instructions from the (help me here - EDO ??) to put together an office action plan, there
was an understanding that the agency itself would be working on a comprehensive plan for all of the offices
based on the input that all of the offices, including OE, provided to your office. With that in mind, we provided
your office with three questions involving EEO concerns where our office had lower positive feedback. We
assumed that we would get some kind of plan to address these concerns from your office that would be
wrapped up in 1) an overall agency action plan, and 2) OE-office specific action plan. If we have
misunderstood the process involved, perhaps we should meet to discuss.

From: Faria-Ocasio, Carolyn D'.-
Sent: Thursday, August 05, 2010 8:52 AM
To: Nibert, Patty; Schwartz, Maria
Subject: FW: Diversity Assessment Plan- OE

Hi. I received this message late yesterday. Could one or the two of you help me out to explain what we need
from her?

Thanks,

Canrolynv

From: Williams, Barbara C-KP.
Sent: Wednesday, August 04, 2010 6:37 PM
To: Faria-Ocasio, Carolyn
Subject: RE: Diversity Assessment Plan- OE

Do you want infor on their plan and quarterly progress or generic infor regarding the agency's measures for
diversity management FY 2010 and 2011? Barbara, x7388

From: Faria-Ocasio, Carolyn O'--
Sent: Tuesday, August 03, 2010 1:39 PM
To: Williams, Barbara
Cc: Nibert, Patty; Schwartz, Maria
Subject: Diversity Assessment Plan- OE 

7kHi Barbara, •/)
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It is my understanding that you met with Patty Nibert and Maria Schwartz on 5/11/2010 to discuss developing a
Diversity Assessment Plan that would be tailored to OE.

I am also part of the OE staff that maintains OE's Action Plan and wanted to know what is the status of the

plan.

Please let me know.

Thanks,

CairoLyn
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Bickett, Carey

From: Walker, Tracy
Sent: Thursday, August 19, 2010 8:47 PM
To: Cline, Leonard; Cahill, Christopher; Nick, Joseph; Darang, Kristine; Barkley, Richard
Cc: Baker, Pamela; Kinneman, John; Henderson, Pamela; Roberts, Darrell; Wilson, Peter; Collins,

Daniel; Clifford, James; Lew, David; Todd, Colleen
Subject: FW: Ready to begin office specific groups - response requested
Attachments: Process for Office Specific Focus Groups.docx; NRC OE Focus Groups- Robbins-Gioia Price

Quote _w Travel.docx

Division safety culture contacts,

The emaiil below and attached material provides information on facilitated office-specific focus groups to follow-
up on OIG safety culture survey issues. When the opportunity for office-specific focus groups was offered
several months ago, Region I expressed interest since there were areas in our regional and divisional action
plans that could be addressed through this vehicle. Although the proposed contractor is highly recommended
by OE, I do not believe that in the limited time remaining in the fiscal year (funds must be spent in FY10) we
could plan and conduct an office-specific focus group. Additionally, we had very low participation in the agency
focus groups leading me to think that we will not get much voluntary participation in another focus group.
However, before we decline the opportunity for the region, I wanted to give the divisions the option to conduct
a focus group at the division level. DRM would facilitate the funds transfer, but the division would be
responsible for working with the contractor to plan and conduct the focus group (to be completed by
September 30).

I plan to discuss this at Directors Council on Monday, 8/23, and would like to reply to OE by the end of next
week (8/27). If you're interested, please look over the material and discuss with your division management.

Sorry for the short turnaround.

Tracy

From: Cai, June
Sent: Monday, August 02, 2010 7:10 PM
To: Rakovan, Lance; Flack, Jennifer; Stewart, Sharon; Johnson, Debby; Williams, Joseph; Gerke, Laura; Williams, Evelyn;
Abraham, Susan; McLaughlin, Terri; Solorio, Ilka; Dehn, Jeff; Santiago, Patricia; Talley, Sandra; Walker, Tracy; Heck,
Jared
Subject: Ready to begin office specific groups - response requested

Hi all,

Here's the long awaited information about starting the office specific focus groups! Please read carefully - lots
of info provided.

First, I need to let you know that we're going to be using a different process and contractor for doing this. The
reason is because we will not be able to use the same contractor as the agency wide ones. There are two
main reasons for this. One is the contractor's proposal for office specific groups came in very high, more than I
feel it should be, particularly given our current budget climate. The second reason is due to some contract
issues, which I won't go into here (if you really want to know, call me and I will tell you all about it!). I have
been working since May and in touch with the contract specialist almost weekly, but just couldn't get it to work
out. However, I have found an alternate solution that I believe is actually better suited for our needs.

Instead, we will be using Larnise Boain from Robbins Gioia. Ms. Boain has extensive experience working with
NRC, including facilitating a retreat for the Chairman's office, various projects with the OEDO, and
planning/facilitating OE's upcoming September retreat. I have met with Ms. Boain and have been very
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impressed with her expertise, experience, and communications style. In addition, she has background in
organizational development, which will provide additional depth of experience for guiding these office specific
discussions, than having only focus group moderation experience, like the previous contractor had. I feel very
confident and comfortable in choosing Ms. Boain to conduct these groups.

One important note - instead of having a central contract to conduct all the office specific groups, how we are
going to do this now is OE will be transferring money to your office, and you will individually contact Ms. Boain
and pay her directly using your office's charge card. Her fees are .$2,234.28 for one group and $2,979.04 for
two groups (note, for TTC, RI, and RIII, you're limited to one group because of the additional travel costs
involved). Please see attached proposal for additional information and the fees.

I've attached a word document with additional information on how the process will work. Please review, and
let me know ASAP if you would like to proceed. The reason for the rush is because the funding is from
this FY, so needs to be spent by the end of Sept. OE needs time to transfer the funds, and Ms. Boain's
schedule will likely fill up very quickly.

I know this may be confusing, so if you have any questions, please let me know.

Thanks

June
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Questions and Answers -
OIG Safety Culture and Climate Survey Action Plan for the Office of Enforcement

Question 1 - General status (percent complete, significant deferrals/overdue items)

As of August 5, 2010, 36% of the planned items have been completed. Ten (10) out of the 28
action items have been completed. Six (6) of the action items are to develop and update each
objective/milestone for FY 2011 and FY 2012.

The following action steps have been delayed due to circumstances:

* Action - Review insights gained from agency-wide focus groups and implement
applicable lessons learned. The targeted date was August 2010 and has been moved
to October 2010 due to the delay in receiving the final report from the focus groups.

* Action - Identify primary and secondary responsibilities of Director and Deputy
Director. A new Deputy Director was hired on June 6 and the roles and responsibilities
have been shared verbally; a document will be developed and shared with the staff by
September 2010 (original target date - July).

* Action - Diversity and Inclusion measurement. Refresher EEO course for managers
has been delayed and is being rescheduled.

* Action - Team building retreat has been added to the plan and is scheduled for
September 2010.

Question 2 - Communications back with the staff to describe actions taken and
improvements made in response to the survey results

Response - A number of formal communications have been provided to the OE Staff regarding
the survey results and the action plan. Some of the completed actions have included:

- A presentation of the overall and OE culture survey results was conducted at a January
12, 2009 "All Hands Meeting."

- A facilitated discussion with staff was held on February 27, 2010. The purpose of the
meeting was to complete, validate and update results from the survey.

- The updated action plan is e-mailed to the staff on a quarterly basis.

- Quarterly discussion with staff on status of OE action plan was held on June 9, 2010.

- The OE action plan will be discussed at the September 8-9, 2010 office retreat.
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Questions and Answers -

OIG Safety Culture and Climate Survey Action Plan for the Office of Enforcement

Question 3 - Any adjustments to the plans based on continuous improvement and
additional feedback

Areas noted for improvements in original 2009 survey were validated in February 2010 at the
facilitated discussion.

Question 4 - Significant lessons learned

The survey results identified important areas for management to focus upon, which were not as
clearly recognized prior to the survey. Thus, the OIG survey was a very useful tool in identifying
key areas for improvement.
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Williams, Joseph -ob

From: Williams, Joseph
Sent: Thursday, August 05, 2010 1:27 PM
To: Tracy, Glenn

Cc: Johnson, Debby
Subject: FW: Ready to begin office specific groups - response requested
Attachments: Process for Office Specific Focus Groups.docx; NRC OE Focus Groups- Robbins-Gioia

Price Quote _w Travel.docx

Importance: High

Glenn,

For your information, here is a message from June Cai regarding the office-specific focus group process.
Per her message, we need to handle some of the logistics, such as scheduling the session with the
contractor, selecting focus group participants, and making payment via funds transferred to NRO for this
purpose from OE.

I left a voice message with June Cai stating that NRO wishes to proceed, and that we will be in touch with
her by early next week regarding specific arrangements.

Joe

From: Cai, June
Sent: Monday, August 02, 2010 7:10 PM
To: Rakovan, Lance; Flack, Jennifer; Stewart, Sharon; Johnson, Debby; Williams, Joseph; Gerke, Laura; Williams,
Evelyn; Abraham, Susan; McLaughlin, Terri; Solorio, Ilka; Dehn, Jeff; Santiago, Patricia; Talley, Sandra; Walker,
Tracy; Heck, Jared
Subject: Ready to begin office specific groups - response requested

Hi all,

Here's the long awaited information about starting the office specific focus groups! Please read carefully -
lots of info provided.

First, I need to let you know that we're going to be using a different process and contractor for doing this.
The reason is because we will not be able to use the same contractor as the agency wide ones. There are
two main reasons for this. One is the contractor's proposal for office specific groups came in very high,
more than I feel it should be, particularly given our current budget climate. The second reason is due to
some contract issues, which I won't go into here (if you really want to know, call me and I will tell you all
about it!). I have been working since May and in touch with the contract specialist almost weekly, but just
couldn't get it to work out. However, I have found an alternate solution that I believe is actually better
suited for our needs.

Instead, we will be using Larnise Boain from Robbins Gioia. Ms. Boain has extensive experience working
with NRC, including facilitating a retreat for the Chairman's office, various projects with the OEDO, and
planning/facilitating OE's upcoming September retreat. I have met with Ms. Boain and have been very
impressed with her expertise, experience, and communications style. In addition, she has background in
organizational development, which will provide additional depth of experience for guiding these office
specific discussions, than having only focus group moderation experience, like the previous contractor
had. I feel very confident and comfortable in choosing Ms. Boain to conduct these groups.

One important note - instead of having a central contract to conduct all the office specific groups, how we
are going to do this now is OE will be transferring money to your office, and you will individually contact s.1 i



Boain and pay her directly using your office's charge card. Her fees are $2,234.28 for one group and
$2,979.04 for two groups (note, for TTC, RI, and Rill, you're limited to one group because of the additional
travel costs involved). Please see attached proposal for additional information and the fees. /

I've attached a word document with additional information on how the process will work. Please review,
and let me know ASAP if you would like to proceed. The reason for the rush is because the funding
is from this FY, so needs to be spent by the end of Sept. OE needs time to transfer the funds, and
Ms. Boain's schedule will likely fill up very quickly.

I know this may be confusing, so if you have any questions, please let me know.

Thanks

June
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Faria-Ocasio, Carolyn

From: Cai, June
Sent: Tuesday, August 10, 2010 7:43 AM
To: Zimmerman, Roy
Cc: Faria-Ocasio, Carolyn; Hernandez, Pete; Sreenivas, Leelavathi; Arrighi, Russell; Solorio,

Dave; Hilton, Nick
Subject: RE: Response to ACTION - STATUS OF OFFICE IMPLEMENTATION OF RESPONSE

ACTIONS FOLLOWING OIG SAFETY CULTURE CLIMATE SURVEY

I am in full agreement regarding the recommendation to shorten the timeframe between the survey and focus
groups. I see this as a lessons learned takeaway, which I have discussed with various people.

There are several reasons why the focus groups ended up taking so long:
1) We didn't make the decision to do the groups until after we got the final OIG report.
2) We then had to start the whole contracting process, which took many months to get in place
3) We had to use our FY 2010 safety culture funds, which was on the budget shortfall list so didn't even

get all the funds until Jan.

For the next survey in 2012, we can shorten the gap by: 1) determining upfront if we want to conduct focus
groups, 2) get started on the contracting process sooner, 3) we'll have funding in 2012 already for safety
culture, so that won't be an issue, and 4) we will also have the option of using the agency's in house facilitators
who I'm working with Lance to get trained to do focus groups. That will be a readily available resource. Of
course, we'll have to balance that with the confidentiality/independence considerations.

Ideally, the best would be if the OIG contractor did a more comprehensive assessment that involves multiple
methods, not just the survey. The Chairman at our internal safety culture briefing a couple of weeks ago
indicated he may consider talking to the IG about expanding their methods used the next time. If that happens,
that would be great and give us more comprehensive results to work with.

June

From: Zimmerman, Roy 0N
Sent: Monday, August 09, 2010 7:42 AM
To: Cai, June
Cc: Faria-Ocasio, Carolyn; Hernandez, Pete; Sreenivas, Leelavathi; Arrighi, Russell; Solorio, Dave; Hilton, Nick
Subject: FW: Response to ACTION - STATUS OF OFFICE IMPLEMENTATION OF RESPONSE ACTIONS FOLLOWING OIG
SAFETY CULTURE CLIMATE SURVEY

June, your thoughts on item #4, thx

From: Weber, Michael 09-10
Sent: Monday, August 09, 2010 7:07 AM
To: Frazier, Alan
Cc: Brock, Kathryn; Cai, June; Zimmerman, Roy; Landau, Mindy
Subject: Response to ACTION - STATUS OF OFFICE IMPLEMENTATION OF RESPONSE ACTIONS FOLLOWING OIG
SAFETY CULTURE CLIMATE SURVEY

Thanks

From: Frazier, Alan 0Cj•
Sent: Friday, August 06, 2010 5:03 PM
To: Weber, Michael
Subject: FW: Response to ACTION - STATUS OF OFFICE IMPLEMENTATION OF RESPONSE ACTIONS FOLLOWING OM
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SAFETY CULTURE CLIMATE SURVEY
Importance: High

Mike,

Here is the NMSS response to your inquiry regarding the Safety Culture Climate Survey. I don't have any
comments to add.

Alan

From: Gonzalez, Hipolito NMf 55
Sent: Thursday, August 05, 2010 5:46 PM
To: Frazier, Alan; Brock, Kathryn
Cc: Lorson, Raymond; Haney, Catherine; Dorman, Dan
Subject: Response to ACTION - STATUS OF OFFICE IMPLEMENTATION OF RESPONSE ACTIONS FOLLOWING OIG
SAFETY CULTURE CLIMATE SURVEY
Importance: High

Alan,

Here is an update on your request on the implementation of response actions following OIG Safety Culture
Climate Survey.
I will let you know if Cathy or Dan have any additions tomorrow.

Hipo

From: Lorson, Raymond NJ,"' S
Sent: Thursday, August 05, 2010 2:29 PM
To: Haney, Catherine; Gonzalez, Hipolito
Cc: Dorman, Dan; Ordaz, Vonna
Subject: OIG

Cathy:

As discussed, Mike Weber requested an update of the following items related to the implementation of the OIG
Safety Culture and Climate Survey Action Plan. The following items were requested:

"Question I - General status (percent complete, significant deferrals/overdue items)

Response -As of August 5, 2010, 56% (i.e. 10 out of the 18 planned items have been completed). All planned
actions are on-schedule, and to date, there have been no deferrals of any action items. The next major
milestone, which affects several planned items, is to analyze the results of the Focus Group report, which is
expected to be delivered by the end of the month.

Question 2 - Communications back with the staff to describe actions taken and improvements made in
response to the survey results

Response - A number of formal communications have been provided to the NMSS Staff regarding the survey
results and the action plan. Some of the completed actions have included:

- NMSS Box Announcements to announce survey results and update on planned and completed actions
and to provide information regarding the NMSS focus groups (Fall 2010 and Spring 2010);
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- A presentation of the culture survey results was conducted at a December 2009 "All Hands Meeting;"

- A discussion was held with NMSS Staff in a February 2010 "Brown Bag Luncheon" to discuss survey
plan results/actions and to solicit staff input on how to improve the NMSS website;

- The survey results and data have been extensively discussed with the Leadership Team and with the
SES Managers for each division; and,

-NMSS has incorporated survey results, along with other best practices for enhancing generic
communications, to communicate key items with staff. For example, a number of communications
vehicles and activities have been (and continue to be) implemented in support of the pending NMSS
re-alignment.

Question 3 - Any adjustments to the plans based on continuous improvement and additional feedback

Response - not to this point. The preliminary focus group results seem to provide better detail than the OIG
Culture Survey data in specific areas, but, in general, the key focus areas and concerns seem consistent with
the survey results.

Question 4 - Significant lessons learned

Response - The combination of the OIG Culture Survey, when combined with the Focus Group results,
appears to provide strong data and information regarding areas where further attention is warranted. While the
process is effective, the time required (- 16 months) to complete both activities and receive the final results
(i.e. the OIG Survey was conducted in May 2009 and the focus group final results will be available in August
2010) seems excessive. We would support any future efficiency process gains to shorten the time between
receiving the results for these two activities."

Cathy - I can stop by to discuss or answer any questions as needed.

Thanks

Ray
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Williams, Joseph

From: Cai, June C"
Sent: Friday, August 20, 2010 10:43 AM
To: Rakovan, Lance; Flack, Jennifer; Widmayer, Derek; Hopkins, Rhonda; Johnson, Debby;

Williams, Evelyn; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Longmire, Pamela; Ward,
Steven; Williams, Joseph; Jefferson, Steven

Cc: Pedersen, Renee
Subject: Invitation for you to attend Safely Speaking Aug 23 and 25

Categories: Red Category

Hi all,

I had sent you an email a couple of weeks ago about the Safely Speaking training we're doing for
supervisors and managers next week and asked you to encourage attendance from your offices.
We still have some spots left, so we're extending to invitation to you all, as the office safely culture
contacts, to attend. See details below. Hope you can make it!

August 19, 2010 - Reminder: Event - Safely Speaking Workshops for Supervisors &
Managers - August 23 and 25, 2010

The Office of Enforcement, in collaboration with the Office of Human Resources, is sponsoring
two workshops designed to provide supervisors and managers with the necessary tools for
managing and maintaining an open, collaborative work environment where both managers and
employees can raise and resolve mission-related concerns.

"Safely Speaking" for Supervisors & Managers will be conducted on August 23, 2010, and August
25, 2010, from 8:30 a.m. - 4:00 p.m. in the Commission Hearing Room in OWFN. The workshop
will be lead by Mr. JB Kelley from ELI Inc. Mr. Kelley provided an abbreviated session at the
November Senior Leadership Meeting, which was very positively received. "Safely Speaking" has
also been conducted for the Leadership Potential Program, Office of New Reactors, Region I, and
Region IV.

The staff is continuing to identify best practices for safety culture training and expect that additional
sessions of this workshop will be conducted in the next fiscal year.

Supervisors and managers interested in attending either one of these sessions can log into iLearn and type
"safely speaking" into the search box at the top of the page, click on the course title, add the course to your
learning plan, and register.

Support for this voluntary training shows support for safety culture activities in your office and can be
identified in action plans.

Should you have questions, please contact Ren~e Pedersen (301-415-2742) or June Cai (301-415-5192) by
e-mail.
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Rakovan, Lance C)2
From: Nibert, Patty (0 ,' 7
Sent: Tuesday, August 24, 2010 11:17 AM
To: Rakovan, Lance
Cc: Landau, Mindy
Subject: OE Action Plan - OIG Survey
Attachments: 2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN (8).docx

Follow Up Flag: Follow up
Flag Status: Completed

OE would like to update the Action Plan that is currently on the website. It is attached. Can you do this or let

me know where to send it.

Thanks.

From: Rakovan, Lance L -
Sent: Thursday, June 03, 2010 7:13 AM
To: Widmayer, Derek; McKoy Moore, Larniece; Flack, Jennifer; Hopkins, Rhonda; Golder, Jennifer; Solorio, Ilka; Lorson,
Raymond; Johnson, Debby; Moorin, Laurette; Abraham, Susan; McAndrew, Sara; Dehn, Jeff; Barkley, Richard; Bartley,
Jonathan; Heck, Jared; Lopez, Joseph; Nibert, Patty; McLaughlin, Terri; Schroer, Suzanne; Gerke, Laura
Cc: Landau, Mindy; Cai, June
Subject:

OIG Survey Action Plan Contacts -

Although we have the various action plans we received posted on the web at
http://www.internal.rirc.gov/oedo/OIG Survey/index.html, what we'd like to do is have these links be dynamic,
not static. In other words, if you plan to post ongoing updates to your action plans, have a page of some sort
to provide information on progress, etc., please let me know so we can change these links appropriately.

Let me know if you have any questions,

Lance J Rakovan
Senior Communications Specialist
Office of the Executive Director for Operations
US Nuclear Regulatory Commission
Washington, DC 20555
(301) 415-2589
(301) 415-2700 fax
lance.rakovan@nrc.gov

-- 'U.S.NRC

N please consider the environment before printing this email
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2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN

FOR THE OFFICE OF ENFORCEMENT

PURPOSE: This plan was developed to respond to the OIG Safety Culture and Climate Survey data. OE plans to leverage results
from the survey, a facilitated discussion with the staff, and insight from agency focus groups in order to maintain our strengths and
improve areas of weakness. This plan is intended to be a "living document" and may be revised as necessary to respond to future
challenges.

KEY SUMMARY AREA FOR IMPROVEMENT: 1. Supervision/Management

SUMMARY OF SURVEY RESULTS: The 2009 OIG Safety Culture and Climate Survey results offered opportunities for
improvement in management leadership, supervision, and engagement. OE had lower favorable scores on questions regarding
management of work unit, supervisor's ability to manage people well, and the supervisor's ability to build teamwork.

Obiective/Milestone: To gain feedback on improvina suoervision and manaaement.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status/Remarks

Date Date Completion Assigned to Needed
Date

Supervisors/Management gain January 2010 February 2010 February 17, Deputy Staff meeting held on
feedback on currency of survey 2010 Director 1/12/2010.
data through staff meeting followed
by facilitated discussion with staff Facilitated discussion with

staff on 2/17/10.

Purpose of meetings: To
Complete, validate and
updated results from survey

Minutes of the meetings
were shared with staff on
3/1/2010

Share with staff gained feedback on February 2010 March 2010 March 8, Deputy E-mailed action plan to staff
OE Action Plan 2010 Director for comments (3/8/2010)

Review insights gained from Summer 2010 August-2O4O Safety Culture (SCPM) to ID lessons
agency-wide focus groups and Program learned and share with staff
implement applicable lessons- October 2010 Manager
learned to OE. Examples: (SCPM)/ Final report from focus

OE Safety groups is expected by the
" Knowledge management Culture contact end of August 2010.
* Diversity issues

Updated: August 3, 2010 1
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Obiective/Milestone: To gain feedback on improvin supervision and management.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources StatuslRemarks

Date Date Completion Assigned to Needed
Date

1) Clarify roles and responsibilities March 2010 Apiil-2010 1st line la) Developed greater
and accountability for staff and supervisors/ specificity on staff roles for
supervisors May, 2, Deputy Safety culture positions.

Director
2) Identify primary and secondary jly 204-0 1 b) Developed and updated
responsibilities of Director and chart of roles and
Deputy Director September 2010 responsibilities of staff

(document used by Belkys
and Roy when they first
started at OE)

2)OD & DOE Roles and
Responsibilities have been
shared verbally and a
document will be developed
and shared with staff.

Quarterly discussion with staff on March 2010 End of 3 rd qtr Deputy All-Hands meeting
status of the action plan FY2010 June 9, 2010 Director tentatively scheduled for

June 9 @ 9:30
Quarterly discussion with staff on September
status of the action plan 2010

Diversity and Inclusion- March 2010 End of 3 rd qtr Training P. Nibert and M. Schwartz
'measurement (CS-SBCR-•4• FY2010 Coordinator/ Waiting on met with B. Williams on
Question: My supervisor Deputy B. Williams 5/11/2010 to discuss
effectively works with people who Director and/or developing a Diversity
are of different gender, racial/ethnic Patricia Assessment Plan that will be
background or lifestyle. Adelstein tailored to OE

Question: Employees are treated Refresher EEO course for
with respect at the NRC, regardless managers scheduled for
of their job 7/22/2010. Cancelled, will be

rescheduled
Action Steps: Engage SBCR to
promote agency EEO and diversity
management efforts through focus

Updated: August 3, 2010 2



group and individual staff
discussions
Develop and update OE's plan for October 2010 Deputy Have been updating the
FY11 Director/ living document. The official

P. Nibert FY1 1 plan will be updated
after 2010 retreat.

Develop and update OE's plan for October 2011 Deputy
FY12 Director/

P. Nibert

Updated: August 3, 2010 3



KEY SUMMARY AREA FOR IMPROVEMENT: 2. Performance Management

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey indicated a belief by the OE staff that the
performance review process needs to be improved by indicating strengths and weaknesses of the staff, helping to create an IDP, and
identifying training and development needs.

ObjectivelMilestone: To determine ways to strengthen OE's performance management practices
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status

Date Date Completion Assigned to Needed
Date

1) Make Office Director March 2010 Oct. 30, 2010 First Line Human 1) Completed in April 2010
expectations clear to supervisors Supervisors Resources

Ongoing 2) E-mail from Director to
2) Develop a tool to facilitate process staff (5/10) requesting
supervisor/staff discussion on voluntary response on
performance throughout the year effectiveness of tool used at
including developmental mid-year reviews.
opportunities and training. Responses received

demonstrated a positive
effect.

Planned approach to be developed March 2010 December 2010 First Line Planned approach to be
to Update Position Descriptions Supervisors/ developed by Management

Managers Analyst

Patty has submitted to Dave
for revision

Has been reviewed. Patty
will contact HR about
contracting.

Offer seminars for supervisors and March 2010 Oct. 2010 Training Human E-mail to staff with 3 or 4
staff on promoting effective Coordinator/ Resources courses being offered. Staff
performance management Deputy to rank in order of
practices Director preference.

Patty and Noble have
informed Roy.

Get staff to rank the options.
Training for supervisors on how to March 2010 Oct.2010 Training Human E-mail to staff with 3 or 4

Updated: August 3, 2010 4



conduct effective performance Coordinator/ Resources courses being offered. Staff
reviews Deputy to rank in order of

Director preference.

Patty and Noble have
informed Roy.

Get staff to rank the options
Offer seminar to staff and March 2010 Oct. 2010 Training Human E-mail to staff with 3 or 4
supervisors on the IDP process Coordinator/ Resources courses being offered. Staff

Deputy to rank in order of
Director preference.

Patty and Noble have
informed Roy.

Get staff to rank the options
Have a team building Retreat for September
staff and supervisors 2010

Review approach to giving awards March 2010 October 2010 Director/ E-mail from Director to staff
and discuss proposed changes Deputy requesting input on

Director approach
Quarterly discussion with staff on March 2010 End of 3rd qtr June 9, Deputy
status of the action plan FY2010 2010 Director

Updated: August 3, 2010 5



Objective/Milestone: To determine ways to strengthen OE's performance management practices.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status

Date Date Completion Assigned to Needed
Date

Diversity and Inclusion March 2010 End of FY 2010 Training SBCR Invite DEDO to speak at a
measurement (CS-S BCR-04()4:- Coordinator/ staff meeting topics to

Deputy include career advancement
The NRC is doing a good job of: Director at the NRC.
Developing its people to their full
potential. Waited for Mike Weber; will

contact his TA soon.
Action steps: Conduct
informative sessions on the Mike Weber visited the OE
mentoring program, career and spent some time with
planning, and developmental staff (date?)
opportunities available in the
agency.

Develop and update OE's plan for October 2010 Deputy
FY11 Director
Develop and update OE's plan for October 2011 Deputy
FY12 Director

Updated: August 3, 2010 6



KEY SUMMARY AREA FOR IMPROVEMENT: 3. Communication

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey and the OE facilitated meeting indicate
the staff believes communication within the Branches and with the Front Office can be enhanced. The staff is not satisfied with the
information they are receiving from supervisors and management.

Objective/Milestone: To enhance communication vehicles between staff and supervisors/managers.

Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status
Date Date Completion Assigned to Needed

Date
Provide a suggestion box to staff January 2010 February 2010 Deputy Completed - Suggestion

February Director Box is located by the
2010 Scanner

Occasionally being used
Provide a anonymous feedback January 2010 February 2010 Deputy Completed -Anonymous
form on OE Website February Director feedback form located:

2010 http://www.internal. nrc..qov/O
E/feedback/index.html

Occasionally being used
Improve vertical and horizontal March 2010 First line
communications with regular March supervisors/ Completed - Branch
scheduled Branch meetings 2010 Deputy meetings are scheduled and

Director are on OE resource
calendar.

Expectations expressed
about summarizing Monday
meeting's outcomes at
branch meetings on June 9,
2010

Have a dialogue with staff on e- March 2010 Deputy Monday morning topic with
mail communication effectiveness June 9, Director handout.

2010 Copies were handed to staff
on June 9, 2010

Clarify use and expectations of March 2010 Deputy
branch and staff meetings Director
Quarterly discussion with staff on March 2010 End of 3 rd qtr June 9, Deputy
status of the action plan FY2010 2010 Director

Updated: August 3, 2010 7
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RakovanLance

From: Landau, Mindy
Sent: Wednesday, August 25, 2010 4:39 PM
To: Cal, June
Cc: Rakovan, Lance; Adelstein, Patricia
Subject: RE: Communications on coordination for follow up

OK - Patricia, let me know when is a good time for you. (Or maybe we could tack it onto the end of our safety
culture discussion next Tuesday)

From: Cai, June 0\:::
Sent: Wednesday, August 25,- 2010 2:45 PM"'
To: Landau, Mindy
Cc: Rakovan, Lance; Adelstein, Patricia
Subject: RE: Communications on coordination for follow up

I recommend meeting on this sooner rather than later, because rollout of both the focus group report and
FEVS will be happening in just a few weeks. I don't think that's enough time for the OD contractor to sort
through it all.

We're on an OE office retreat Sept 8 th. Sept 7th I could meet in the morning (in the afternoon will be doing the

training on safety culture for the in house facilitators).

The week after I'll be in all week and am pretty open.

From: Landau, Mindy ~S K( 4
Sent: Wednesday, August 25, 2010 2:36 PM
To: Cai, June
Cc: Rakovan, Lance; Adelstein, Patricia
Subject: RE: Communications on coordination for follow up

Agreed. I think we (OE, EDO, HR) need to sit down and develop a strategy together so we're all aligned
before we roll it out to the offices. Can we meet September 7 or 8? I'm pretty booked up before then. Or
maybe we should wait until the OD contractor has had a chance to sort all of this out (?) Patricia, what do you
think?

From: Cai, June " -

Sent: Wednesday, August 25, 2010 2:26 PM
To: Landau, Mindy
Cc: Rakovan, Lance; Adelstein, Patricia
Subject: Communications on coordination for follow up

Mindy,

We should give some thought on giving guidance to offices on coordinating follow up actions, both at the
agency level and at the office level, in response to all this ongoing employee feedback information (i.e., the
OIG survey, these focus groups, the FEVS).

Although there are unique areas covered by each, there are also overlaps. We've been discussing how we
plan to coordinate agency wide (OEDO/HR/OE working together), but I think we need to give some
communications and guidance to offices to let them know we're coordinating, and also suggest they use tllel
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as ongoing data input to inform their continuous improvement activities. Otherwise there may be confusion on
what's expected of them, how they should be using all these different data sources, etc. This is related to what
Bill brought up regarding the agency philosophy/approach for follow up, and how the office actions should
interface/support.

Options for doing this may be a discussion at one of those monthly EDO meetings? Or a memo from the
EDO?

Thanks

June
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Faria-Ocasio, Carolyn

From: Cai, June OL.
Sent: Tuesday, August 03, 2010 1:26 PM
To: Faria-Ocasio, Carolyn
Subject: RE: Action PLAN update- Safety Culture steps

I'm not expecting the final report until later this month. Since Sept is going to be so crazy with many different activities,
could you move this out to Oct? If Roy or Andy wants it sooner, you could put Sept, but I think they are aware how busy
we are in Sept.

Thanks

June

From: Faria-Ocasio, Carolyn )
Sent: Tuesday, August 03, 2010 1:20 PM
To: Cai, June
Subject: Action PLAN update- Safety Culture steps

Hi June,

The action plan has you as the responsible party for the following action step. Could you let me know what is
the status of this?

Review insights gained from agency-wide focus groups and implement applicable lessons-learned to OE.
Examples:

* Knowledge management
* Diversity issues

Thanks,
Carolyn
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Caii, June

From:
Sent:
To:
Cc:
Subject:
Attachments:

Cai, June 0 C,
Tuesday, August 24, 2010 8:29 AM
Landau, Mindy; Adelstein, Patricia
Rakovan, Lance
Revised briefing sheet
Focus group briefing for Chairman.docx

Here's the revised sheet for tomorrow's EDO prebrief. Please take a look and see where I have our names
listed to the items we'll be discussing (although this is informal so we can all chime in). I'll remove the names
for the actual briefing.

Patricia - feel free to jump in during the items related to HR and also I have a bullet in the last section for you.

Regarding the very last bullet on lessons learned for the next OIG survey - Mindy & Lance - any thoughts on
what to say? From my perspective, I'll be discussing if and how to do focus groups again to follow up on
results (e.g., shorter time frame, perhaps doing them in house, more focus on office specific issues, etc.) What
about the overall action plan process - do you have any thoughts on improvements there (e.g, shorter
timeframe for asking them to be developed? Providing more standard formatting and guidance? Better
tracking? -just throwing out some potential ideas, feel free to brainstorm).

Thanks!

June

I



Updated 8/24
Focus Groups to Follow-up on OIG Safety Culture & Climate Survey Results

9/13/10 Briefing

1) Overview of focus group process and results (June):
* Continuous improvement activity to gather richer, deeper information on areas

highlighted by the 2009 OIG Safety Culture and Climate survey as warranting
additional attention.

0 20 groups conducted at HQ and all four Regions in March and April - total
number of 115 individuals participated.

* Qualitative information (i.e., not representative sample or be generalized to
greater population)

* High level themes
" Strengths - high quality work & good place to work
* Feeling less valued - admin (agencywide) and some Regional staff
" Concerns about performance management process
* Abundance of communications - mixed feedback
* Positive feedback on collaboration and information sharing, but continuing

concerns with/reluctance to use DPO, Non-Concurrence Process, and
Open Door Policy

* Feeling over surveyed and uncertainty regarding value of participation

2) Actions to support issuance of report agency wide (Mindy):
* Develop communications plan with key messages to:

o Convey context and explain potential perceived inconsistency with results
from employee surveys that appear to be more positive

o Provide details on planned actions to address the results to communicate
responsiveness

* Provide talking points to agency management to assist with communicating
rollout of the report

3) Near term actions to address results:
* Factor insights from the focus groups into agency wide actions being taken in

response to the OIG survey results, which include OCWE, knowledge
management (KM), "staying connected," communications, and performance
management (Mindy)

* Request offices review report and factor insights into their office-specific action
plans as appropriate (June)

* Target several of the specific issues identified (June):
o Communications Council to review results related to communications

(including responsiveness to survey results) and strategize potential
improvements and actions

o Coordination with HR on specific areas



" Utilize Organizational Development contractor to develop
strategies for addressing difference in results from
admin/corporate support staff (continuing theme)

" Provide and discuss KM insights and results to the KM staff
" Provide and discuss training results and insights to training

leadership and staff
" Discuss results and insights related to management and

supervision and explore potential actions
" Conduct performance feedback workshop for supervisors in

September
" Coordinate with planned actions in response to the 2010 Federal

Employee Viewpoints survey (several areas of overlap - e.g.,
performance management and outreach to lower scoring offices)

4). Longer term actions
" Continue to develop and cultivate agency wide and office specific safety culture

activities and initiatives (June)
* Continue to implement and periodically update OIG survey agency wide and

office specific actions (Mindy)
* Coordination of actions for responding to continuous input from organizational

assessment and employee feedback types of activities (e.g., surveys, focus
groups, etc.) (Patricia)

* Preparation for 2012 OIG survey and follow up actions, including consideration of
lessons learned and improvements (June & Mindy)



Williams, Joseph

From: Johnson, Debby
Sent: Friday, September 03, 2010 12:56 PM
To: Williams, Joseph
Subject: RE: Focus group final report

Categories: Red Category

Okay, thanks.

From: Williams, Joseph
Sent: Friday, September 03, 2010 12:55 PM
To: Johnson, Debby
Subject: RE: Focus group final report

Debby,

I didn't have any substantial comments.

Joe

From: Johnson, Debby
Sent: Friday, September 03, 2010 12:46 PM
To: Williams, Joseph
Subject: FW: Focus group final report

Joe,

Just checking to see if you provided any comments regarding the report.

Thanks,

Debby

From: Cai, June (3 ' •-
Sent: Tuesday, August 24, 2010 8:00 AM
To: Campbell, Andy; Zimmerman, Roy; 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: Zimmerman, Roy; Campbell, Andy; Weber, Michael; Virgilio, Martin; Pedersen, Renee; Landau, Mindy; Rakovan,
Lance; Ash, Darren; Gerke, Laura; Rakovan, Lance; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough,
Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn; Abraham, Susan; Warner, MaryAnn;
Schwartz, Maria; McAndrew, Sara; Solorio, Ilka; Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra;
Walker, Tracy; Bartley, Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti, Mark;
Williams, Joseph; Jefferson, Steven; Muessle, Mary
Subject: Focus group final report

Several weeks ago, OE distributed the draft report on the results of the agency wide focus groups that
were conducted earlier this year to further understand issues identified from the 2009 OIG Safety Culture
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and Climate Survey. We appreciate all the comments we received. We consolidated the comments and
met with the contractor to discuss the more significant ones in detail. See attached for the final report. I
think you will find this much improved.

We recently briefed the Chairman on internal safety culture activities, and he asked that he be briefed on
the final focus group report before it is distributed agency wide. We have that briefing scheduled for Sept
13 th

In the meantime, we are considering adding an opening/introductory section to the report provided by the
agency, to convey additional context regarding the overall positive results from the OIG survey (e.g.,
improvements from previous years, compared well with norms, etc.) and that this effort was to focus on
areas where additional attention is needed to continuously improve. This would help set the context of this
activity before the reader delves into the results and address potential questions regarding perceived
inconsistencies between the focus group results and employee surveys where the agency has scored very
well.

By Sept 3, please let us know your thoughts on including such an intro section, and any other feedback on
the final report. We will be working with OEDO communications staff to develop a communications plan
and talking points for agency management to assist with roll out of the report results.

Because of the Chairman's request to be briefed before the final report is distributed, please be sensitive to
any further distribution beyond those in this email.

Thanks for your continued support!

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai@nrc.gov
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~Williams, Joseph

From:
Sent:
To:

Cc:

Subject:
Attachments:

Categories:

Cai, June C. ' . -' - ..
Tuesday, September 14, 2010 7:45 AM
Gerke, Laura; Rakovan, Lance; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek;
Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn;
Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Muessle, Mary
Rakovan, Lance; Landau, Mindy; Pedersen, Renee; Cho, Caroline; Bernal, Sara; Moorin,
Laurette; Adelstein, Patricia
Internal Safety culture updates
Update on Chairman briefing on focus groups

Red Category

Good morning!

Several updates:

1. We briefed the Chairman on the final focus group report yesterday. It went well. See attached
summary. I'm working with the contractor to add an intro by the agency to set some context for this
activity and the EDO's office to develop a communications plan for rolling this out. The final will be
issued shortly. More to come.

2. OCWE celebration event on Sept 2 9th - see below for network announcement. Please encourage your
offices to attend - this is going to be a great event! Renee Pedersen has been leading this, and has
lots of fun things she'll be rolling out that day! The Chairman and EDO will both be there to kick it off.

3. We have a Community of Practice page that I've been trying to get updated. Here is the link:
http://nrcknowledqecenter.nrc.gov/CommunityBrowser.aspx?id=5397&lanq=en-US

Please take a look around and feel free to add any good information sources and links you are aware
of. I'll be trying to get this more populated in the upcoming months. Caroline Cho is on a rotation in OE
and helping with this (thanks, Caroline!).

September 8, 2010 - Event: Open, Collaborative Work Environment Event for All Employees
- September 29, 2010

On September 29th, the Office of Enforcement and the Employees Welfare and Recreation
Association (EWRA) are sponsoring NRC's first periodic seminar on internal safety culture and
open, collaborative work environment (OCWE). The theme of this event is "Trust: How to Put the
WE in OCWE."

NRC's OCWE celebrates the coming together of all talents, views, and cultures in the workforce
and the united efforts of all its employees in carrying out the agency's mission. The opening
ceremony will start promptly at 10 a.m. in the NRC auditorium. Please arrive NLT 9:50 a.m., 10
minutes prior to the start of the program.

The event will be video tele-conferenced to the Regions and the Technical Training Center (TTC),
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..bAII participants (including those in the Regions and TTC) will get a ticket for "Team Appreciation
Day," when entering the event. Tickets correspond to random tokens of appreciation (baseball
jersey, pen, mug, or baseball) which can be picked up immediately after the event.

To complete the baseball theme at Headquarters, the EWRA will provide a popcorn maker and
fresh popcorn, as well as foil-wrapped chocolate baseballs in the auditorium atrium.

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai@nrc.gov

4



Williams, Joseph

From: Cai, June 0-;`
Sent: Monday, September 13, 2010 2:01 PM
To: Weber, Michael; Giessner, John
Cc: Adelstein, Patricia; Landau, Mindy; Zimmerman, Roy; Campbell, Andy; Rakovan, Lance
Subject: Update on Chairman briefing on focus groups

Mike/Jack,

This is to give you an update on the briefing this morning with the Chairman on the focus group report (Bill
was in attendance as well).

The briefing went well. We were able to communicate the context around which this activity was done,
explain the high level themes from the report, and convey that we have already given thought and effort on
how to address the results, including integration and coordination with the broader range of activities for
following up on employee survey results in general.

One specific takeaway was the Chairman indicated that for the next survey in 2012, the OIG may not have
this in their budget. If that is the case, the Chairman gave the direction that we should oversee the conduct
of the survey ourselves and consider doing the focus groups together with the survey, instead of separate
activities. I suggested for consideration, that if we end up overseeing this ourselves, we consider the
guidance we have put out for licensees on how to perform safety culture assessments and use some of
that for ourselves, as applicable. So we will have to see how this plays out with the budget and who will be
overseeing this.

Also, in response to the survey fatigue issue, the Chairman asked about the frequency of the OPM surveys
and indicated that we should coordinate the timing of the OIG and OPM surveys, to the extent possible.

An additional note for your information - tomorrow Mindy/Lance, myself, and Patricia Adelstein will be
getting together to discuss next steps for rolling out this report and coordinate who's doing what.

Thanks. Let me know if you have any questions.

June
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Williams, Joseph

From: Cai, June V . •
Sent: Friday, September 17, 2010 11:28 AM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek;

Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn;
Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Muessle, Mary

Cc: Landau, Mindy; Pedersen, Renee; Cho, Caroline; Moorin, Laurette; Hernandez, Pete;
Bernal, Sara; Ibarra, Jose; Thompson, Catherine; Sieracki, Diane; Solorio, Dave;
Adelstein, Patricia; Davis, Kristin

Subject: Safety Culture Policy Statement development

Categories: Red Category

Happy Friday!

In case you're not aware, I wanted to let you know that the agency has been in the process of developing a
Commission Policy Statement on Safety Culture. Even though this Policy Statement will be mainly
externally focused (i.e., for our licensees and certificate holders), it is intended to apply internally as well. A
revised draft was just published today in the Federal Register for a 30 day public comment period. There
will also be a large p-ublic meeting on Sept 28 in the Las Vegas Hearing Facility to solicit public feedback.
This meeting will also be Webstreamed back here at HQ and available through the internet by the
Webstream or Webinar. The FRN, which has all the supporting details and background, can be found at:
http://frwebqate3.access.gpo.-qov/c-qi-bin/PDFqate.cqi?WAISdoclD=IWOxLN/0/2/0&WAISaction=retrieve

Here's the meeting notice:
http://adamswebsearch2.nrc.,ov/idmws/doccontent.dll?librarv=PU ADAMSAPBNTAD01 &ID=1 02220209

I copied and pasted the "Statement of Policy" section from the FRN below, which is the "heart" of the Policy
Statement, for a quick read, with some key parts highlighted. For some who may not be directly involved in
safety or security activities, there may be confusion if and how this applies to them. I would suggest that a
useful way to think about how this applies internally is to mentally think of the word "mission" whenever
safety and security are mentioned, since our mission is public health and safety and security.

The target due date for this is early next year. Once the Commission approves it and it's finalized, then
we'll be reviewing our programs in various licensee areas (e.g., reactors, materials, new reactors), as well
as internally, to determine how to apply the expectations in it. For the contacts in NRR, NRO, NMSS,
NSIR, RES, OGC, and FSME, I want to make you aware we've been working with staff from your offices on
this, in case you weren't already.

I just wanted to make you aware of this if you weren't already. If you have any questions or other thoughts,
please let me know. I'm going to send a separate email shortly regarding a meeting I'd like to hold in Oct
to discuss internal safety culture activities over the next year (this email is long enough!)

Thanks

June

Statement of Policy

The purpose of this Statement of Policy is to set forth the Nuclear Regulatory Commission's expectation that

individuals and organizations, performing or overseeing regulated activities involving nuclear materials, establislllr~ d
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maintain a positive safety culture commensurate with the safety and security significance of their activities and the
nature and complexity of their organizations and functions. This applies to all licensees, certificate holders, permit
holders, authorization holders, holders of quality assurance program approvals, vendors, suppliers of safety related
components, and applicants for a license, certificate,
permit, authorization, or quality assurance program approval, subject to NRC authority. Additionally, it is the
Commission's expectation that the Agreement States and other organizations interested in nuclear safety will support
the development and maintenance of a positive safety culture, as articulated in this Statement of Policy, within their
regulated communities.

The Commission defines Nuclear Safety Culture as the core values and. behaviors resulting from a collective
commitment by leaders and individuals to emphasize safety over competing goals to ensure protection of people and
the environment. The Commission considers nuclear safety and nuclear security issues to be equally important in a
positive safety culture. Thus, as part of this collective commitment, organizations should ensure that personnel in the
safety and security sectors have an appreciation for the importance of each, emphasizing the need for integration and
balance to achieve optimized protection. Safety and security activities are closely intertwined, and it is critical that
consideration of these activities be integrated so as not to diminish or adversely affect either. A safety culture that
accomplishes this would include all nuclear safety and security issues associated with NRC-regulated activities.

Individuals and organizations performing or overseeing regulated activities involving nuclear materials bear the
primary responsibility for safely handling and securing these materials. The Commission, as the regulatory agency,
has an independent oversight role that reviews the performance of those individuals and organizations through its
inspection and assessment processes, including their performance as it relates to areas important to safety culture.

Experience has shown that certain personal and organizational traits are present in a positive safety culture. A trait, in
this case, is a pattern of thinking, feeling, and behaving that emphasizes safety, particularly in goal conflict situations,
e.g., production vs. safety, schedule vs. safety, and cost of the effort vs. safety. It should be noted that although the
term "security" is not expressly included in these traits, safety and security are the primary pillars of the NRC's
regulatory mission. Consequently, consideration of both safety and security issues, commensurate with their
significance, is an underlying principle of this Statement of Policy. The traits of a positive safety culture include, but
are not limited to: (1) Leadership Safety Values and Actions in which leaders demonstrate a commitment to safety in
their decisions and behaviors; (2) Problem Identification and Resolution in which issues potentially impacting safety
are promptly identified, fully evaluated, and promptly addressed and corrected commensurate with their significance;
(3) Personal Accountability in which all individuals take personal responsibility for safety; (4) Work Processes in which
the process of planning and controlling work activities is implemented so that safety is maintained; (5) Continuous
Learning in which opportunities to learn about ways to ensure safety are sought out and implemented; §6)
Environment for Raising Concerns in which a safety conscious work environment is maintained where personnel feel
free to raise safety concerns without fear of retaliation, intimidation, harassment or discrimination; (7) Effective Safety
Communication in which communications maintain a focus on safety; and (8) a Respectful Work Environment in which
trust and respect permeate the organization. It is the Commission's expectation that all individuals and organizations,
performing or overseeing regulated activities involving nuclear materials should take the necessary steps to promote a
positive safety culture by fostering these traits as they apply to their organizational environments.
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Williams, Joseph

From: Cai, June 0 , .
Sent: Friday, September 17, 2010 11:49 AM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek;

Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn;
Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Muessle, Mary

Cc: Pedersen, Renee; Landau, Mindy
Subject: Internal safety culture meeting to be scheduled soon

Categories: Red Category

One more email from me before the weekend...

I want to give you a heads up that I will be trying to plan a meeting in late Oct to discuss what upcoming
activities for internal safety culture OE has planned for the next year. Then I'd like to have an open
discussion regarding what activities you all have planned, how your plans have been going (sharing
experiences), as well as how OE can best support you in your safety culture efforts.

(As an aside, I would like to do this meeting earlier, but I'm tied up with a license renewal contention
involving safety culture the first half of Oct).

Just wanted you to be aware so you can start thinking about it. If you have any suggestions for this
meeting, let me know. I'll work on scheduling soon!

Thanks

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
US Nuclear Regulatory Commission
301-415-5192
iune.cai(Pnrc.gov

/
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Cai, June

From:
Sent:
To:
Subject:
Attachments:

Cai, June (L•-
Tuesday, September 07, 2010 1:25 PM
Zimmerman, Roy; Campbell, Andy; Adelstein, Patricia; Rakovan, Lance; Landau, Mindy
Introduction for focus group report
Introduction for focus group report.docx

All,

Attached is an intro by the agency to the focus group report. This is to help set the context for this activity and
address potential questions on what could be seen as conflicting information between this report and the Best
Places to Work type of data.

I had sent out the final report to all the offices with a request for any final feedback and also the question on if
we should include such an intro, by Sept 3 rd. I got back about 4-5 responses. All the feedback was positive
(i.e., they saw improvements from the first draft) and agreed that an intro would be helpful, as long as it's brief.

Please send me any comments you have on this. I'd like to get them by Fri, so that I can have this finalized by
Monday's Chairman briefing.

Thanks

June

VI



Introduction by the NRC for focus group report

The U.S. Nuclear Regulatory Commission's Office of the Inspector General (OIG) conducts a
periodic agency wide Safety Culture and Climate Survey, which provides a means for the
agency to identify organizational improvements. The surveys are voluntary, make provisions for
anonymity, and are offered to all NRC employees, supervisors, and managers. The survey also
allows the NRC to compare its results to other U.S. organizations that have completed similar
surveys. OIG has conducted this survey approximately every 3-4 years since 1998, and the
latest survey was conducted in May 2009. After each OIG survey, the agency has responded to
the results with actions to maintain areas identified as strengths and to improve in areas
identified as challenges.

The 2009 OIG survey had a very high response rate of 87 percent, which was a
significant increase from the 2005 survey. In addition, all but one of the survey
categories had statistically significant increases in positive response rates from 2005, and the
increases are even more significant when compared with the 2002 and 1998 results. NRC's
results also compare very favorably against the external benchmarks tracked by the survey
contractor. The final report on the results can be found at: httP://www.nrc.gov/readinq-rm/doc-
collections/insp-,en/2009/oiq-09-a-1 8.pdf.

The high participation rate was driven in part by the staffs belief that the agency would fully
consider their insights and feedback from the survey and take appropriate improvement efforts.
Overall, there were strong positive results in job satisfaction in terms of staff feeling fulfilled and
considering their jobs to be important. In addition, the agency also had strong positive results in
the area of engagement, (e.g., belief in the organization's goals, pride in being part of the
agency, willingness to go the extra mile).

While the overall results were very positive, the agency analyzed the data to identify areas that
warranted additional attention under a continuous improvement focus. To further explore and
understand these areas, the agency contracted with the Media Network to conduct focus groups
to gain more in depth insights to supplement the survey results. The agency appreciates the
participation by the individuals who attended these focus groups and the open and honest
sharing of views, thoughts, and recommendations. The results from these focus groups will be
used along with other available sources of employee feedback data (such as the OIG survey as
well as other employee surveys) in a holistic and integrated manner to guide the development of
appropriate and effective actions for continuous improvement. In addition, the agency will
continue to strive to provide ongoing, effective communications on actions and changes taken in
response to these types of employee inputs.
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Cai, June

From: Cai,June O
Sent: Monday, September 13, 2010 2:47 PM
To: Giessner, John
Subject: RE: Update on Chairman briefing on focus groups
Attachments: Introduction for focus group report.docx; Focus group briefing for Chairman.docx; NRC

Phase 1 Report - FINAL.PDF

Yes, I provided a copy of the notes, an intro by the NRC that we're going to get the contract to add to the report
to set the context, and the report (very close to final - just have to get the intro by the NRC added in). These
are all attached.

From: Giessner, John 0 ED
Sent: Monday, September 13, 2010 2:28 PM
To: Cai, June
Subject: RE: Update on Chairman briefing on focus groups

Thanks June; did you provide the hard copy of the notes to the CHM? If so I will send it to the other CAs.

John (Jack) Giessner
Executive Technical Assistant (on rotation)
EDO Office
301-415-2176 office

From: Cai, June Z)[.,
Sent: Monday, September 13, 2010 2:26 PM
To: Weber, Michael; Giessner, John
Cc: Adelstein, Patricia; Landau, Mindy; Zimmerman, Roy; Campbell, Andy; Rakovan, Lance
Subject: Update on Chairman briefing on focus groups

Mike/Jack,

This is to give you an update on the briefing this morning with the Chairman on the focus group report (Bill was
in attendance as well).

The briefing went well. We were able to communicate the context around which this activity was done, explain
the high level themes from the report, and convey that we have already given thought and effort on how to
address the results, including integration and coordination with the broader range of activities for following up
on employee survey results in general.

One specific takeaway was the Chairman indicated that for the next survey in 2012, the OIG may not have this
in their budget. If that is the case, the Chairman gave the direction that we should oversee the conduct of the
survey ourselves and consider doing the focus groups together with the survey, instead of separate activities. I
suggested for consideration, that if we end up overseeing this ourselves, we consider the guidance we have
put out for licensees on how to perform safety culture assessments and use some of that for ourselves, as
applicable. So we will have to see how this plays out with the budget and who will be overseeing this.

Also, in response to the survey fatigue issue, the Chairman asked about the frequency of the OPM surveys
and indicated that we should coordinate the timing of the OIG and OPM surveys, to the extent possible.L 1 I
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An additional note for your information - tomorrow Mindy/Lance, myself, and Patricia Adelstein will be getting
together to discuss next steps for rolling out this report and coordinate who's doing what.

Thanks. Let me know if you have any questions.

June
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1. Executive Summary

The Nuclear Regulatory Commission (NRC) recently contracted with The Media Network
(TMN) to conduct focus groups with employees in NRC headquarters and regional offices
to gain further insights into the OIG NRC 2009 Safety Culture and Climate Survey results.
This was an agency self-initiative to follow up on specific data from the OIG Safety Culture
and Climate Survey that were:

1. Generally less positive than the views expressed by the majority of NRC employees;
2. Showed differences in results between different groups; and/or
3. Did not improve as much from the previous Survey as did other factors.

In its commitment to address issues raised by survey results, NRC committed funds to
obtain more in-depth information in these areas in order to help the agency determine the

most effective actions to take to address the survey results on these topics.

Overall, the survey results were very positive. However, the agency wanted to focus in on
areas for continued improvement. Consequently, the focus group data emphasize problem
areas identified in the survey, employee suggestions to address those problems, and
comments from focus group participants that help to explain employee concerns in specific
areas.

This report provides a summary of findings and recommendations from the focus groups.

Reviewing and acting on this summary can help strengthen NRC's internal safety culture
and assist with follow-up on office/group specific issues identified in the OIG 2009 Survey.
The results also will assist NRC in refining agency-wide and office-level action plans to
address the Survey results on employee attitudes, perceptions and beliefs about the agency's
work environment.

The focus group discussions centered on "less positive than desired" responses to the

following issue areas identified in the OIG survey:

" Communication

" Management leadership

" Quality focus
" Workplace ethics
" Performance management
" Open, collaborative working environment

" Organizational change

" Continuous improvement commitment

" Training and development
" Workload and support

A total of 20 focus groups was conducted, during working hours and on the premises of the
NRC headquarters and regional offices. It is important to recognize that these themes
emerged from participants in the focus groups, and thus represent their opinions rather than
the views of employees of the agency as a whole. Because focus groups draw from the
population of NRC employees but do not represent a statistically representative sample of
agency employees, the views and opinions contained in this report cannot necessarily be
applied to the population of NRC employees as a whole.

With those caveats in mind, the following two positive indicators emerged in all 20 of the

groups:

" 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.

When asked to discuss their concerns, the following issues emerged from the focus groups:

" While technical staff feel respected and valued, administrative staff express concerns
that they are less respected than technical staff, both by management and by
technical staff.

" Focus group respondents in some regions express a sense of being regarded as "less
than" headquarters staff, with less pay, less support by management, and harsher
performance ratings.

• The employee evaluation process raises concerns among many employees, both
technical and administrative, and in both headquarters and the regions, who say:
standards are vague; performance ratings and supervisor feedback are inconsistent
among offices and divisions; and that "outstanding" ratings appear to be based on "a
quota" and "favoritism" rather than actual performance.

" While NRC has many established communications vehicles - the EDO Update,
NRC Reporter, all-hands meetings, ADAMS, general e-mail, Yellow
announcements, and "box" announcements - there is a widely-held perception that
the abundance of information makes it difficult to determine what is or is not
important.

" Some participants indicated a reluctance to file a non-concurrence or differing
professional opinion (DPO) because such actions were perceived as being a potential
career-limiting event; several respondents also expressed uncertainty about whether
the open door policy is genuine.



* Respondents in all groups said that they feel over-surveyed, and have the impression
that no matter how many times they recommend something, genuine improvements

will not be made.

II. hodologv

Participant Selection Process

TMN conducted a total of 20 focus groups with 115 NRC employees. The groups were
held in the following locations: NRC Headquarters in Rockville (12), and in the regional
offices in King of Prussia, PA (2), Atlanta, GA (2), Lisle, IL (2), and Arlington, TX (2).
Based on requests from managers within NRC and questions that arose from survey
responses, the 12 headquarters groups were segmented as follows.

1. Engineering/scientific (across the agency)
2. Employees with 10-15 and 20 or more years of Tenure

3. GG-14
4. Branch chiefs
5. Corporate support offices (ADM, CFO, OIS)
6. GGI - 10 secretaries
7. NMSS mixed (administrative and engineering/scientfic)
8. NRO mixed (administrative and engineering/scientific)
9. NRR engineering/scientific
10. GG 1-10 administrative
11. Mixed headquarters employees
12. Mixed headquarters employees

In each of the four regions, one group consisted of administrative employees and one
consisted of engineering/scientific employees, for a total of eight regional groups.

Coor it na ltion n rnd Rte, ruitn •evt
TMN created individual recruitment lists for each focus group to be conducted based on
complete lists of NRC employees provided by the NRC project officer. The recruitment lists
contained only individuals eligible to participate in a designated focus group based on
segmentation developed by NRC. "Scrubbed" lists with level and position titles (all names
redacted) were submitted to the NRC project officer for approval to ensure that appropriate
respondents were recruited for each group. All respondents were recruited via e-mail, and
follow-up e-mails and/or telephone calls provided reminders to those who agreed to
participate (Appendix 1).

The Disciission Guidhe

The discussion guide used in all 20 focus groups is attached as Appendix 2. The guide was
designed to facilitate discussion of issues specified by NRC, derived from the NRC OIG
2009 Safety Culture and Climate Survey results. Question categories were as follows:
Communications; Management and Leadership; Quality Focus; Workplace Ethics;
Performance Management; Open, Collaborative Working Environment; Organizational

Change; Continuous Improvement Commitment; Training and Development; and
Workload and Support.

Implementation of Focus Groups
Each focus group occurred at NRC offices during regular working hours, and included a
TMN moderator, a TMN note-taker, focus group respondents, and a union representative at
10 of the 20 groups. Each group used the same discussion guide and lasted approximately
two hours. A list of the focus groups held is included as Appendix 3.

Strengths and limitations of Qul itLtive Researlcb

Focus groups are a flexible tool for exploring respondent awareness, behavior, concerns,
beliefs, experiences, motivation, operating practices, and future plans related to a particular
topic and sub-issues. They are particularly useful for in-depth understanding of issues since
a skilled moderator can amplify individual responses through group comments and
feedback. In addition, a skilled moderator can follow up or probe on certain tangents or
views that were unanticipated in the design of the moderator's guide, often yielding new
information or additional nuances of existing information. Thus, focus groups - in this case
used as a follow-up mechanism to explore answers to the OIG Safety Culture and Climate
Survey questions - can be very useful in determining the underlying attitudes that led to
survey responses.

Despite its many advantages, focus group methodology has limits. First, findings from
focus group discussions are neither quantitative nor can they be generalized to the
population as a whole. Although a total of 20 groups was conducted with 115 employees,
group participants were selected from lists of employees who qualified for inclusion in the

group because their job title, office location, and office/division within the agency made
them eligible for a particular group. Each group represented a particular segment of NRC
employees - secretaries, other administrative staff, or mixed technical and administrative
staff from a given office, for example - but the project was not designed to, and the
participants do not represent, a true random sample of NRC employees in the sense that
"random sample" is used in quantitative research. For instance, administrative staff in

several focus groups said they believe their opinions and contributions are not valued as
much as that of technical staff, but their experiences may or may not reflect the beliefs of
other administrative staff, and it is not possible to quantify the "percent" of administrative
staff who feel the same way. Qualitative information informs us of the existence and basis
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of such attitudes among some administrative staff, so additional qualitative and/or
quantitative research may be desired to determine the extent of the problem (quantitative),

or for further insight into what causes people to feel that way (qualitative and/or

quantitative), or how to address the problem (qualitative).It is very important when reading
qualitative data to remember that, contrary to quantitative research, the analysis standards

do not depend on "how many" or "what percent" of respondents expressed something; but
rather "what was said" and "why" respondents said something are the valuable data points.

The "how many" questions can be answered with a quantitative study.

For readers who are accustomed to quantitative data analysis, qualitative data analysis can

appear frustratingly inexact. In qualitative data analysis, the terms "many," "few," "some,"

"almost all," and even "one person" are used to describe responses to questions asked,
because the important fact is that a particular issue was raised, not that it represented a

prevailing viewpoint. Thus, a manager would not necessarily want to change a procedure
based upon a single negative description of that procedure in a focus group. However, a

reasonable response might be to say, "I hadn't thought of it that way before," and then be

aware that a given procedure could be interpreted negatively, based upon comments made
in a focus group.

The comment of even one person in a group can be important "data" if it expresses
succinctly an idea that others have tried to express, but could not find the right words.

"Data" in the qualitative study also includes feedback from the moderator and note-taker,
who attended all groups and observed group responses to comments or suggestions, shaking

of heads in agreement or disagreement, and other non-verbal signs.

Focus group data should not be used to "rate" management policies or agency effectiveness.

Qualitative data can best be used to listen to different points of view and acknowledge that
those views exist, and then develop future decisions from a more informed point of view.
The reader is encouraged to "hear" what employees are saying in this environment where

they felt free to express their views anonymously, and then use that "fly on the wall"

perspective to try to understand employee concerns that were expressed.

One final factor to consider - While the findings in this report appear to accent negative

findings over positive ones, it is important to remember that the purpose of the focus group
project was to provide follow-up and clarification to some of the negative findings in the
OIG 2009 Survey. Therefore, respondents were asked specifically to address areas that had

been identified as potential problems in the survey, which leads to a more negative tone to

the information included in this report.

For additional information on qualitative research in general and focus groups in particular,

please see the list of sources in Appendix 4.

Iit. I ),w ?,k alysis

Qualitative data analysis consisted of: review of the top-line reports and notes from each

group; prioritization of issues by the moderator, note-taker, and project manager; issue-by-
issue review of the notes and verbatim comments from respondents; non-verbal reactions of

focus group participants to comments made by others in the group; comparison of

administrative with technical group responses; and comparison of headquarters and regional

responses.

Top-line reports were written for each focus group and submitted to the project officer
within one week of completion of each group. In addition, a note-taker took detailed notes

for each group, including verbatim comments from respondents when appropriate (without
attribution to a specific individual by name or title).

The focus groups represented different parts of the agency and different job categories. Some

groups consisted entirely of administrative staff; others consisted of technical personnel

only; still other groups consisted of both administrative and technical personnel in the same
group. Regional staff members are represented by one administrative and one technical

group in each region. When discussion points are raised in the report, we note whether or

not the comments and concerns are attributable to one or more specific segments. If a

specific segment is not mentioned, the viewpoint was expressed in groups across the board -
administrative, technical, mixed, headquarters, and regional.

As stipulated by NRC, all recruitment documents, top-line reports, and notes will be
destroyed upon acceptance of this report in order to maintain the confidentiality of focus

group respondents.

IV. Cmmon Tlhemes

Upon completion of the focus groups, common themes emerged from across a majority of
groups, including many of the headquarters and regional groups. The positive themes that

emerged consistently are:

" In every group, respondents said that NRC is a good place to work, with good pay

and good benefits.
• Participants in almost all of the groups expressed the view that NRC does good

work, and many said the work is interesting and important.

" Respondents in most groups said that Yellow and "Box" announcements are the
most effective ways of communicating important information.
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V. I jiding,.ý! D.ta Points

Certain beliefs about NRC emerged from the groups, as well:
" "Workplace ethics" = "Ethics"; Respondents in these focus groups said that ethical

behavior is the same whether it is in the workplace or elsewhere.
" The lower the level of the meeting (office, division, branch), the more likely it is to be

relevant to a given employee, according to many in the focus groups.

" Some headquarters administrative staff said that all-staff meetings are too technical

to be helpful for them.

The concerns that emerged consistently are:

" Respondents in most of the groups said that they suffer from "information overload"
from electronic communications, especially e-mail overall and specifically messages
not relevant to the job.

" Respondents were generally aware of processes such as the Open Door Policy and
DPO, but they said they rarely use them because of a sense that officially
acknowledging a different point of view can hurt one's career.

" Concerns were expressed by respondents in some groups that evaluations and
bonuses are based on quotas and favoritism rather than objective evaluation.

" Respondents in all groups expressed a sense of being "over-surveyed," Including
participation in these focus groups.

In addition, other themes emerged from specific segments within the focus groups:

" Administrative staff in several groups said that they feel less respected than technical
staff.

" Several administrative staff, both at headquarters and in the regions, want better
training options, particularly on technical subjects related to their branch, division, or
office.

" Many technical staff, both at headquarters and in the regions, said that the
effectiveness of communications depends primarily on whether branch chiefs are
informed, and on their personality and managerial style.

" Administrative staff at headquarters expressed a desire to be more a part of the

agency mission.

" Both technical and administrative staff in most of the regional groups indicated the
belief that they receive less support, less pay, and less favorable performance ratings
than do their counterparts at headquarters.

This section summarizes the information from the 20 focus groups, segmented by discussion
topic and population(s) responding. Viewpoints attributable to specific staff categories are
indicated as such. If a viewpoint was expressed across job categories and at both
headquarters and in the regions, no specific attribution is assigned to the comment.
However, ifa viewpoint was expressed strongly in all 20 groups so as to indicate broad-base

support for that issue, that across-the-board viewpoint is specified.

I. (2omm unicmaiomn

Communication from management to staff received mixed reviews in all of the focus
groups. Respondents in most groups recognized, but had different reactions to, recent

attempts to improve communications through various means - the EDO Update, NRC
Reporter, the agency website, office and regional websites, all-hands meetings, and staff
meetings at the office or division level.

Some respondents characterized the purpose of EDO Updates to provide primarily "happy

news," such as performance awards or kudos for efforts during the snowstorms. Participants
in many of the groups also said that the NRC Reporter was "interesting" but does not

contain "need to know" information. While technical staff valued the information at all-
hands meetings, administrative staff tended to say it was more technical than they could
use. And, the NRC wbsite received generally favorable reviews from most groups, but office

and regional websites vary widely in terms of being up-to-date and useful. Respondents in
several groups suggested that fewer, regularly-updated websites would be preferable to
having multiple sites that may or may not be updated.

In all of the focus groups, informal communication was mentioned as an important source of

information about agency policy. As for formal sources, the most important -mentioned in
all 20 groups - were Yellow and Box announcements, because respondents felt that
someone prioritized the information in those formats.

ADAMS was criticized in all groups because it is difficult to use and find information in the
database. Within each administrative group, however, one or two respondents said that they

use ADAMS on a regular basis, and their responses were positive. Several groups noted that
they look forward to ADAMS being replaced.

The focus group participants had very mixed responses to how effective management was at
communicating agency policies and decisions. Most groups said that, the lower the
management level (such as direct supervisor or branch chief), the more open and direct the
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communications were likely to be. Higher levels of management tend to provide "big
picture" views of policies and decisions, they said, but not the details needed to understand

how those decisions affect an individual's work.

Respondents in several groups said that the large volume of information directed toward
them may give the impression that employees are being informed, but that the actual

information being transmitted is not necessarily what they need. One person called this a

"false sense of communication," and respondents in several groups specifically said that
providing information was not the same as communicating, since "true communication is a
two-way process."

The biggest barriers to effective communication, according to the focus groups, were -

" Information overload - With so many formal and informal communication sources
(particularly electronic), respondents said that they had difficulty prioritizing needed
versus optional electronic communications to read. Plus, many said that the process
of filtering what to read causes fear of missing something important.

" How information is communicated - Providing volumes of information is different

from communicating with employees about issues and getting their input.
Respondents in several groups said that although they receive a large quantity of
information, less attention is paid to ensuring it is useful for their role at NRC. Too
often it seems as though senior managers send information just to fulfill a numeric
communication metric.

" Movement of peonle - Because managers come and go as part of the internal upward
mobility track, the continuity of policies, processes, procedures, and information is

challenged as new managers attempt to integrate into their new positions. This also

is a challenge to the relationship component of formal and informal
communications, as new managers do not know the "track record" and capabilities

of the technical and administrative staff they are now supervising.
" Multiole locations for headauarters - The fact that headquarters personnel are in

different locations while the third White Flint building is being built complicates
communications for staff who need to take extra time to get to meetings in another

building. This is another challenge to informal communications, since personal
contact is rare among colleagues in different locations.

" Clipues"/"unwillingness to share"/"manaaers holding information close to the
vest" - Respondents in all three headquarters technical groups said that managers
who are reluctant to share information, and cliques that share information only

among themselves, are barriers to communication, since not sharing information

can lead to gossip and propagation of incorrect information.

11

Overviews without details - Managers sometimes provide overview information, but
without details to explain why certain decisions were made or policies established.

Controversial or unclear policy changes and decisions could be more widely
accepted if NRC staff understood the reasoning.

Regian,,d Perspeitire,

Three communications issues arose in each regional focus group - 1) barriers between

headquarters and the regions; 2) inspectors' out-of-office responsibilities; and 3)
communication among the regions where responsibilities overlapped. Regional respondents
in all regions said that most communications are "Headquarters-centric," and thus they

.receive a lot of unnecessary e-mail regarding staff events at headquarters (baby showers,
retirement parties, etc.,) that clutter their e-mail boxes. Respondents in the regional

technical groups also noted that, because inspectors are often in the field, they need a

process for easy access to information from meetings that occur in their absence. Finally,
regional respondents emphasized the importance of seamless communication among the
regions, particularly for overlapping responsibilities.

The views of the headquarters' focus groups are reflected in the "High-level Themes" and

"Barriers to Communication" sections above.

Otherr hti•?•'.

Respondents in the focus groups had a number of suggestions for improving
communications:

" People who send out e-mail messages should use the subject line to clearly state the
purpose of the e-mail to help distinguish important messages from lighter material.

" Encourage staff to keep their internal websites up-to-date to ensure that they remain
useful.

" Clarify the specific "roles" of various internal publications - including Yellow and
"box" announcements, as well as NRC Reporter and the EDO Update - so that

NRC staffknow to consult certain publications for important information and others
for lighter articles and notes.

" Make the ADAMS replacement easier to use.

" Try to be more aware of the differences between headquarters and the regions when
sending out "all staff" announcements so that regional employees are not inundated
with e-mails that are irrelevant to them.

" Within the regions, develop methods of communicating important information to

staff who are in the field much of the time.
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2. Nlanagemet le'dership

While respondents in all focus groups said that managers' level of trust for employees
strongly depends on the individual manager, most said their direct management supports,

trusts and communicates openly with them. Problems arise when managers are shifted in

and out on rotations, however, so they do not have enough time to establish open, trusting
relationships with staff.

The importance of familiarity in building trust extended to higher levels, as well, because
respondents in many of the groups said that, the higher in the agency hierarchy a manager

was, the lower the level of trust for staff input. This frustrates many respondents,
particularly those in technical positions, because they need to re-justify their
recommendations as they reach higher levels of management.

Another theme that emerged across the focus groups was the belief that, the more sensitive
the decision, the more time it takes for management to make it. While this was
understandable, especially for highly technical or politically sensitive decisions, it frustrates

individuals who need a decision to be made in order to carry out their own work.

Btarriers to Xfna"lr',rnt e.O',

It should be noted that, for the most part, participants in these focus groups were

complimentary and supportive of their own direct managers. They acknowledged that NRC
has a difficult and important role to play, and that the importance and complexity of its

mission can create problems, delays, and conflicting priorities. The following suggestions
about barriers to management leadership elicited praise for some managers and concerns
about others who were viewed as less inclusive and supportive of staff input.

* Managers who do not solicit staff input - Participants in all group categories

emphasized the importance of soliciting staff input before decisions were made.
When staff have been consulted throughout a decision-making process, they are
much more likely to cooperate and "buy in" to the end result than ifa decision is
made unilaterally without their input. As one person in a regional group said,

"Managers who seek and appreciate employee input encourage good job
performance."

* Managers who do not value secretarial staff input - Participants in the administrative
and mixed headquarters groups commented that older managers sometimes exhibit
an "old school mentality" where the manager tells administrative staff what to do,

and simply expects it to get done, without discussing the project or why it should be
done a certain way.

" Shifting obiectives - Some participants in the headquarters technical groups said that
objectives tended to shift at times, depending upon the political situation or a new
manager's arrival.

" Unclear obiectives - Participants in all segments agreed that clear objectives were
important, both for determining how to prioritize their own individual jobs and to

measure successful completion of objectives. "Clear objectives are encouraging," said

one person in a mixed headquarters group, "But lack of clarity or pressures from
higher levels can be discouraging."

" Slow decision-maling - Technical staff at both the headquarters and regional levels

said that slow decision-making can create frustration on the part of employees. They
also acknowledged that the more complex the decision, the slower it likely would be

made because of the inherent complexities.
" Reactive vs. pro-active leadershin - Respondents in all group segments said that they

much appreciate managers who are pro-active rather than reactive. One person in a
headquarters administrative group suggested that priorities should "arrive quickly"
after they are issued from the highest level, so that "filtering down" through various
managerial levels does not lead to unrealistic deadlines and pressures for the
employees who need to do the work. And, within every group segment, from
headquarters to regional, administrative and technical, "putting out fires" was
viewed as a disruptive and reactive process that interferes with the orderly process of
addressing priorities in a responsible way.

" Under-performance of colleagues - Respondents in the technical groups, both at

headquarters and in the regions, said that a morale-lowering reality was that under-
performing employees often appeared to "get away with" accomplishing less than
they should. This was upsetting to others because, in addition to seeing their

colleagues work less hard than they should, they often had to work harder to make
sure that the work got done. One person in a headquarters technical group said that
this situation is especially upsetting when someone who is perceived by others to be a
poor performer then wins an award.
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Both the technical and administrative regional groups emphasized the importance of
providing staff with public commendation in order to motivate staff to continue to do high
quality work. However, administrative personnel in one of the regional groups said that
managers may think they are encouraging employees to do their best, but their actions do
not support that view. This person said that verbal encouragement "is common," but that
too many employees see it as "sugar coated fluff" rather than as genuine support and
encouragement.

Individuals in several headquarters groups, both administrative and technical, commented
that there appears to be a dynamic among older managers to say, "Follow directions, you
don't need to know why." These respondents find that attitude frustrating because it does
not acknowledge that they might be able to contribute to a solution if entrusted with more
information.

Other hwgl',b"
Administrative respondents from both headquarters and the regions (including those in
groups mixed with technical staff) said that they felt like they were not respected as much as
technical staff by both management and their technical colleagues. This is perceived as
discouraging because they value their role in the agency's mission and want to feel equally
valued by their technical colleagues and managers. Specific examples of behavior that
implies lesser value are not being told information, and different expectations for things like
putting up with noise or cleaning up after parties.

3. Quality focms

One of the most broadly-held themes to emerge from these focus groups was the belief that
NRC does high-quality work in a very important arena. Participants in all focus groups
except one emphasized their belief that the agency does high-quality work overall. High-
quality work is essential because of the safety issues in the industry, according to several of
the groups. In addition, NRC's established systems, such as multiple, iterative reviews prior
to release, are credited as one of the main reasons NRC produces high-quality work.

Barriers ill Qu•alitv E.ocrks

Limited time and resources - According to respondents in many of the groups, both
headquarters and regional, administrative and technical, the primary obstacles to
quality are limited time and resources. While some respondents acknowledged that

time and resources can be limited for legitimate reasons, they emphasized that some
time and resource limits artificially increase pressure on development processes.

" Shifting oriorities - Respondents said that priorities sometimes change very quickly,
and the need to get something done by an unrealistic deadline can serve as a barrier

to producing a high-quality finished product.
" Frequent oersonnel changes, including management rotations - Management

changes can be particularly 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.

" Artificial deadlines - Several respondents said that managers sometimes set artificial
deadlines in order to meet a metric, and that shortens the available time for adequate
research and completion of a project. Sometimes, managers balance tradeoffs
between agency metrics and quality.

" People leaving tasks for others to finish - Several respondents commented that flex
scheduling can interfere with project deadlines and therefore quality, when someone
who is working on a project is unavailable due to flex time off.

" Externally driven decisions or deadlines related to oolitics - These can be some of
the greatest challenges to technical quality. Several groups indicated that the need to
meet deadlines driven by political or industry requests can affect the quality of work

produced.
" Unrealistic promises by managers to stakeholders can affect quality - Similarly,

managers who want to keep internal or external stakeholders happy sometimes make
promises about products that in actuality require additional time in order to be done
to the highest level ofquality.

" Lack of anpronriate training and skills - Several respondents noted that when staff

who do not have appropriate training or skills are assigned to a project without
adequate mentoring, project quality may suffer.

" Lack of apnropriate software - Participants in most of the groups said that accessing
information through ADAMS is very difficult, and unless one was a regular
ADAMS user, it is difficult to determine whether or not one had the latest version of
a document.

" Insufficient review - This can lead to lower quality if an insufficient number of
reviewers are assigned to a draft product, or if reviewers do not have the appropriate
technical knowledge to adequately view the product.

ReQgiowl 1•,pc't'e.i,

The regional groups did not identify any barriers to quality that were inconsistent with
respondents from the headquarters groups.
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In one headquarters group, respondents said that the overall quality of work at NRC was of
"medium" quality, although it varies among branches, divisions, and regions. They
attributed this to the inconsistency in the quality of documents produced by the agency,
sometimes due to poor grasp of English by the main authors; poor communications about
changes and the requirements to make them happen; and the difficulty in tracking
documents, especially via ADAMS.

Administrative groups from both headquarters and the regions noted that work quality can
be compromised if technical staff attempt to do non-technical tasks that then must be
corrected. This problem is encountered when technical personnel attempt to format
complicated documents, or try to implement other tasks that appear to be simple, but
actually require significant skill and training.

4. \Vorkpl.ce •..•hi:;

Throughout the focus groups, from headquarters to regional, both technical and
administrative, workplace ethics was regarded as very important. And, throughout the
groups, doing one's best and taking responsibilities seriously were seen as "the heart" of
ethical workplace behavior.

"Workplace ethics" should be "generic ethics," said one person. In other words, ethical
standards are the same, regardless of the venue; the difference is in how one practices those
standards. The most common examples are treating others with honesty and respect. Other
examples included integrity, responsibility, and accountability.

Utarli;,s ýU W..;,Fw , kp.l,,c

" Inconsistent accountability - Several groups said NRC does not hold all employees

accountable to the same level of ethical behavior because poor performers get away
with their sub-standard work, and good employees must work harder because of
"slackers."

" Inconsistent attention to internal ethics training - Participants in many of the groups
said NRC's online training and reminders like the wall posters and I-Soccer are Well
known "but not taken seriously." A respondent in one group said that most
employees know they can "just click-click-click their way through" the on-line
training to save time and to meet the requirement for completing it.

" Perception that higher levels do not strictly follow the euidelines - Several
participants noted that, although they adhere strictly to the rules against accepting

gifts or meals from industry contacts, there is a perception that those at the highest
level are not necessarily held to this strict level of application of the ethics guidelines.

Regional viewpoints expressed on workplace ethics were consistent with those expressed by

the headquarters groups.

Headquarters viewpoints expressed on workplace ethics were consistent with those
expressed by the regional groups.

* Safet - Technical staff in both headquarters and the regions recognize that NRC has
regulations regarding interactions with external contacts, and that safety is the first

concern. In some cases employees face a fine line between accepting help and
ethical behavior.

* Confidential documents - Because of the highly sensitive nature of NRC's work,
respondents in the headquarters and regional technical groups emphasized the
responsibility of ensuring that confidential documents were not released to outsiders
inappropriately, and that documents in pre-decisional status similarly not be shared
until cleared for release.

:i;...- F.v, wwinc : 'Mang1

The performance management process generated the most spirited and emotional discussion
in many of the focus groups. There was a general perception in all of the focus groups that
performance appraisals often reflect evaluators' favoritism rather than objective evaluation
of employees. Respondents in all of the groups except the branch chiefs' group mentioned
this as one of their primary concerns about the evaluation process. Because financial awards
depend on an "outstanding" rating, and because "outstanding" ratings usually are
dependent upon having performed on a difficult or high-profile assignment, respondents
were particularly sensitive to this issue.

A second general perception expressed in all groups except the branch chiefs' group is that
quotas limit the number of "outstanding" ratings in an office or division. Because they
believe the number of"outstanding ratings" is strictly limited by a quota of some type,
respondents opined that "outstanding" ratings are used primarily to provide bonuses to
employees especially close to the manager. Conversely, those who recognize that they are

not especially close to their managers say that the quota system prevents proper recognition
for their contributions.
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* Disincentives to orovide critical review - Many respondents in both the regions and

headquarters, and particularly those in technical positions, say that they would
welcome constructive criticism during the year end or mid-year performance

appraisal, or informally at other times. 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. Plus, even a fully

satisfactory rating has negative pay and advancement implications. Consequently,

the managers say that they avoid including critical information on reviews, and
respondents in the other groups acknowledge that they rarely receive critical written
comments during the review process.

Respondents in the regional groups, both administrative and technical,_say that they are

paid less, evaluated more stringently, and rewarded less than are their headquarters
colleagues.

Perspectives of headquarters respondents are reflected in the "High-level Themes" and

"Barriers to Effective Performance Management" sections above.

Focus group respondents had a number of suggestions to improve the performance
management system. As these were individuals' suggestions from multiple groups, some

suggestions may contradict others, and none should be interpreted as "recommendations"
from any group.

" Frequent, semi-formal performance reviews (ie, on a quarterly basis) would be
helpful.

* Sometimes the most effective performance appraisal is informal between manager
and employee on a task-by-task basis.

* If quotas exist, they should be eliminated.

* Revise the performance standards and elements, as they are "too bulky."

* Revise the performance review process so employees can receive constructive
criticism without having it negatively affect their salary or bonuses.

" Provide training to help managers make constructive criticism.

* More weight should be given to the mid-year review.

* Reviewers should be required to provide job-specific updates and how the employee
performed ("Mine was just copied from the year before," said one person.

* Consider staggering performance appraisals and other review schedules so managers

have more time to focus on each one, thus making them more specific and accurate.

* Some branches use quarterly appraisal discussions, and this gives employees "time to
recover or fill weaknesses" prior to the end-of-the-year performance appraisal.

* Use a pass/fail system as opposed to the four-point scale.

* Consider developing "special awards" as opposed to giving year-end bonuses

* A formal 360 process should be considered.

6. Opr' ,•id 0ol borili vt' Working In~irtt' it!,.1
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Some respondents in the technical and mixed groups at headquarters spoke enthusiastically
.about the open and collaborative work environment at NRC, saying that people work across

divisions and offices, and are willing to share information related to tasks, assignments, and
ideas. A participant in one of the technical headquarters groups noted that a colleague in

another federal agency "is envious" of NRC's open, collaborative working environment.

Respondents in all groups appeared to recognize the difficulty in maintaining a balance
among competing priorities including: ensuring that safety was always the top priority;
meeting the information needs of industry, the public, and other government branches; and

promoting an open and collaborative work environment. Everyone also was aware of the
DPO process, Non-Concurrence, and the Open Door Policy.

That being said, there was considerable skepticism in some groups that it truly was "safe" to
file a DPO, indicate non-concurrence, or go over a supervisor's head to speak to a senior

manager using the Open Door Policy. None of the focus group participants had ever filed a
DPO; one who had used Open Door was told by his manager to "never do that again, talk

to me first;" and a few respondents knew one or two people who had filed a DPO but were
not sure what happened afterward (although one person said that as far as he knew, nothing

bad happened).

Many respondents indicated that their branch chief would be open to or encourage

informal discussion of dissenting views, and that innovation only occurs when agencies are
willing to try new things. However, many believe that branch chiefs have very limited
authority to effect change.

Barrie'S •-oa , pen .7p'. r'd Go'ltaborarive h~r•6; n'_.!.rawnen'.

* Being an administrative staff person - Respondents in the administrative groups,

both at headquarters and in the regions, said that DPO's and Non-concurrence were

not intended for administrative staff, although they acknowledged using and

appreciating the Open Door Policy.

* "Doors are open, minds are not" - Participants in several groups made a comment to
the effect that, while the Open Door Policy was a reality, managers did not always
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listen to what was being said. One administrative staff person suggested that "There
is a difference between being able to raise differing views, and having confidence it

will matter or lead to anything."
" Lack of knowledge about options - Participants in one headquarters administrative

group said that many employees are not aware of the options available to them.
" DPO's and Non-Concurrence are reviewed by the same people whose decisions are

being challenged - When this occurs, the person who files the DPO or Non-
Concurrence is at a definite disadvantage, since there is no objective review of the
filing, according to one participant in a technical headquarters group.

Regionawl P~,~'cip

Considerable skepticism was expressed in one regional administrative group about whether
or not NRC truly did want to foster an "open and collaborative work environment." One
person said that employee opinions "mean little," while another said that although technical
staff are encouraged to speak up, administrative staff are not.

Technical groups in the regions had mixed responses to this issue. While in one group a
respondent provided an anecdote about colleagues who had successfuilly filed DPO's, a
respondent in another region said that "People who challenge things are likely to be called
to testify before Congress, and are not likely to last long at NRC." Still another respondent
in a regional technical group said, "You can ruin your careerif you use a DPO."

lh'UdlUaWTr,.:.". ýe elht•p -S
Responses in the headquarters groups ranged from enthusiastic discussion of the "informal,
collaborative work environment in our branch" described in a mixed headquarters group, to
an anecdote in an administrative group about a person being reprimanded "for raising a
difference of opinion at a meeting." Perceptions of how open and collaborative the work
environment is appeared to differ substantially in the headquarters groups, depending upon
where in the agency one worked, and upon who the direct managers were.

Orher Insigihr,

For the most part, respondents in these focus groups indicated that NRC does, indeed,
foster an "open, collaborative work environment," where employees are encouraged to
share information and ideas, and where cross-office and cross-divisional collaboration is
expected and rewarded. This process is open and cooperative as long as there is general
agreement, or when disagreements are relatively minor. Respondents also indicate that, for
the most part, they feel comfortable taking immediate concerns to their direct supervisors.

However, there appears to be a general reluctance to use the formal DPO process
established to deal with important areas of disagreement. This reluctance is attributed to the
belief that doing so could have an adverse effect upon an individual's career, so that using
the process would occur only in an extreme situation.

Respondents in several groups suggested that, if NRC would like to encourage more usage
of the DPO process, it would be helpful if the agency shared information about the number
and nature of successful processes to dispel "urban legends" about them.

7. Oiganita~ional Uhar..•e
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In all of the groups, respondents said that the somewhat pessimistic view of the nuclear
industry's future in the 2009 survey was due to timing. The survey was done at just about
the time a license for a major waste operation (Yucca Mountain) was withdrawn, and after
a time period of great enthusiasm about the number of applications for new plants. In
addition, a considerable amount of uncertainty existed over the newly elected President's

intent for nuclear power.

Respondents in all groups also said that the reason managers appeared to have a different
view of the prospects of the industry is that managers have different information sources.

One viewpoint that was expressed in several groups, however, was that staff negativity
could also be attributed to a fear of reductions in force at NRC if the industry does not
continue to develop. Respondents in another group said that staff were more likely to see
how the regulatory burden being placed upon industry is likely to negatively impact the

industry's future.

Views on the issue of organizational change were consistent across all groups, so separate

sections on regional and headquarters perspectives are not provided for this topic.

As with many Federal agencies, NRC is facing the fact that many of its long-time employees
will be retiring soon, and will be taking with them much of the institutional knowledge that
has been accumulating over the past decades. In an effort to capture some of this
knowledge, NRC has undertaken a number of initiatives, including videotaping interviews
with senior employees, re-hiring staff as annuitants, and having new employees shadow the
people they will be replacing.

The focus groups were asked to comment on how well NRC was doing in capturing the
information from these long-time employees, and to offer suggestions about how to best
accomplish this goal. The focus groups gave very mixed responses to whether NRC does
enough to capture the knowledge of retiring employees. Some said that NRC management
has recognized the importance of capturing the knowledge of long-time employees before
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they retire. Some said that the effort to capture this knowledge was relatively new, so it was
difficult to evaluate. There also were very mixed feelings about how this objective could best
be accomplished. However, most strongly supported the concept of capturing this
information.

Regional P";-," etis

Participants in one of the regions said that their management had made capturing

information from retiring employees a high priority. Another person made a

recommendation to include presentations from retiring staff at the 8:15 am meetings.

Some administrative staff in one of the regions requested learning more about how plants
are inspected.

lteadqua•ri, !"¢:•pe'aihv

Several groups suggested that videotapes of retiring staff were helpful. Other good practices
currently underway, according to headquarters respondents, include using annuitants while

training new people, and pairing older and newer employees for several months.

Recommendations included a number of efforts underway, as well as suggested new
initiatives:

" Continue development of a Knowledge Management database and Knowledge
Management Center.

" Continue to tape interviews with retiring staff.

" Ask people approaching retirement to create updates about their standard procedures
and work.

" Create an on-line repository of information, knowledge, and experience.

" Capture more information electronically.
" Start a blog, and use podcasts to capture information from retiring staff.
" Develop a website with short stories about people who are retiring.

" Better use of the mentor program to transfer knowledge.

" More organized assembly and filing of documents.
" Better long-term succession planning.

" Capture information from managers prior to them being re-assigned.

" Hire a replacement well ahead of the retirement of the incumbent so the new person
has sufficient time to learn.

" Cross-train employees.

" Starting one year from the anticipated retirement of a long-term employee, give the
person dedicated time to collect their thoughts and capture knowledge, including
transcribed videotape or audiotape, or whatever is comfortable.

" Stricter enforcement and consistency of rules pertaining to the creation of desk top
operating procedures (desk guides).

" Reinforcement messages from senior managers about the importance of capturing

this knowledge, especially since many of these retirements are coming in the next

few years.

" Consistent use of videotaping.

" Knowledge Management Fair.
" Emulate the process in Region 3 where retiring employees create short video

presentations.

" Hold weekly Knowledge Transfer meetings using older employees to talk about what

is important, and why.
" Conduct research on how incoming staff gain knowledge; provide tools to help them

do so.

" Improve the documentation of NRC processes, including how and why they were
developed.

9. "raining a~ d levelopment

According to respondents in these focus groups, NRC has a diverse catalog of training
opportunities available for both administrative and technical staff. Training opportunities
include internal as well as external sources, such as other Federal agencies and universities.
Respondents said that the breadth and scope of training available at NRC was very good,
and staff who had come from other agencies said that it was superior to their old agencies.

Course offerings include secretarial qualification programs, such as how to use Photo Shop,

as well as highly technical courses related to specific job requirements for technical staff.
There also are job-specific training tracks, for which participants in the headquarters
administrative groups were especially appreciative.

"NRC internal training is impressive," said a respondent in a headquarters mixed group.

"A huge variety" of courses is available, said another.

Barrie'rs ro "dl'r,i ýg,..

The two biggest obstacles identified by respondents in these focus groups to obtaining

necessary training were: 1) time to attend; and 2) supervisor support for the time and
money for travel if necessary. Respondents in a headquarters mixed group said that
supervisor support for training is "mixed," and sometimes it is difficult to free up time to

take a training course, particularly if one has a position that must be "covered" during an
absence. Other barriers identified by focus group respondents were:

23 24



" Frequently cancelled classes
" Staff not responding to training offers that lead to cancellations or disjointed

scheduling
" Not likely to be approved if the employee cannot establish a clear connection to

NRC tasks, mission, etc.
" Lack of knowledge about what is available, especially for new hires.
" Management insisting upon local training only.
" If a mandatory training class is full, the employee can be criticized for not meeting

requirements.
" Staff with differing knowledge and skill sets that require very different starting points

for background information.

Xgý nmd lPcrperrive.s

Regional respondents noted that they sometimes were at a disadvantage because training
courses often required money for both registration and travel. Participants in the
administrative groups also said that there was less course availability for them than
headquarters staff. And, technical staff noted that time was a major problem for them in
many cases.

One person in a regional administrative group was quite critical of the training that is
provided by headquarters at the regional sites. "It's often disorganized, and boring. Plus, too
often the people who conduct it are not sufficiently knowledgeable. It often is a waste of
time. Also, sending multiple people to the region to conduct poor training is a waste of
money."

Both administrative and technical regional staff said that they had fewer course options than
their headquarters counterparts because most courses required travel, and because their
supervisors were less likely to see a connection between their course requests and their jobs.

iHP?,quadi er. Pfpe'iivci

Administrative employees in several headquarters groups indicated that they would
appreciate access to training that helped them understand NRC's technical side. They noted
that they could be more helpful to the technical staff if they had a better understanding of
the science behind the agency's mission. Some administrative employees complained about
required training for things they already know.

Participants in one headquarters technical group also said that some training is not offered
enough, although they did not specify the type of training they would like to see offered
more often.

OtlWr Insiýhtý
Focus group participants had a number of requests for training courses to be modified, or
new courses added:

" Integrate technical components into secretarial training
" Training or refreshers about acronyms
" Team building and team leadership
" Data analysis in response to agency push to improve analytical skills
" Ethics training
" How to handle problems
" Sub-segments of management analysis
" Handling sensitive information, documents, etc.
" Contracting (offered monthly, but often cancelled)
" Transportation

" Contract management
" More customized training for specific responsibilities
" People skills and emotional intelligence
" Technical report writing
" Technical or information management
" How the Energy Act affects what NRC does
" Human resources training
" Technical training for administrative staff on how reactors work (requested in most

headquarters administrative groups)
" Technical maintenance
" Digital I&C
" Radiology emergency response
• Risk analysis for managers
" Media and public outreach

Respondents also suggested that the agency be more aware of how well mandatory training
is offered, or how easy or difficult it is for employees to get those course requirements
completed.

I0. Workload and Support

High-lerel Themnes
Participants in all of the groups indicated that technical support at NRC is generally good,
and the impression in several headquarters groups was that it continues to get better over
time. One theme that emerged across groups was a preference for commercially-available
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software rather than software developed in-house for NRC. Custom software programs,
such as ILearn, ADAMS, and ETravel all were described as difficult to use, whereas
commercial software usually has been tested extensively before it is sold.

Ba,•rrietr• APp~roviate fWorkla•.dard S:ipi.orr

Respondents noted that IT is a fast-changing field, and that as technology improves, the
service and machines available to everyone at NRC - headquarters and the regions -

continues to improve as well. When problems are noted, such as the inherent clumsiness of
ADAMS, new replacement programs are on the horizon. So, the "barriers" in IT appear to
be primarily those caused by the length of time it takes to update both hardware and
software on a continuing basis.

R<gionwl Pe.spec'ivn
The regional focus groups indicated that they were quite satisfied with their IT support

overall. Yes, they have problems such as remote functions that take too much time to load
and databases that are "badly outdated," but for the most part, the problems they have are

being addressed on an ongoing basis by responsive, helpful IT staff.

Hrad, uarter.• Pet.'pectives

The headquarters groups expressed similar views. Overall, they were pleased with the IT
support available, but of course there were occasional software and hardware issues, and
their "wish lists" for new software and hardware continue to grow (see below).

Respondents in all of the focus groups had a number of IT "wish list" items, including those
below:

" Better training for new software (such as Word 2007), including operating systems

" Be able to synchronize personal PDA's with office equipment, although the person
recommending this recognized that it could create a virus protection issue

" Ability to work from anywhere, including laptop computers and easy log-in (versus
Citrix)

" Software for branch chiefs to track tasks, workloads, etc.
" Better printers
" Update all systems and software

" Improved iLearn, ETravel and In-forms

" Software for branch chiefs to track tasks, workloads, etc.
" Ability to work from anywhere, including laptop computers and easy, single log-in,

as opposed to Citrix.

" More storage space for files, documents, etc.

" Fewer passwords

* Better e-mail capacity

* More dependability for remote connections such as Go to Meeting and VTC

* Single log-on

* An inspection planning system (regions)

* Better connectivity at filed (regions)

* Wider bandwidth
" Video streaming

" Access anytime, anywhere

" Have everything Web-based, though security may be a concern

1I . Other ['ous
At the end of each focus group, just before the group was to be dismissed, the moderator
asked if there were any other issues that the respondents wanted to address besides the
topics already covered. While most groups did not have many additional topics to address,
several topics were brought up consistently, and the respondents were unexpectedly frank in
their comments, indicating that they felt strongly about the issues.

fIigh hr.'1 thenes
Several issues emerged from this open question forum:

I. Administrative staffboth at headquarters and in the regions indicated that they felt
less valued than technical staff,

2. Participants in one of the regions perceived a preference for employees who had

served in the Navy;
3. Within several of the groups, women felt that they were judged differently than their

male counterparts; and
4. Participants from all focus group categories wondered whether or not anything

would happen as a result of their input;

Regnoal ln ','sc rwe•
Regional administrative group participants expressed similar feelings. One person said that

"The differences in treatment for technical and non-technical staff can make the latter feel
invisible, and it hurts morale." Still another questioned how NRC was voted the best agency

to work for, given the amount of disappointment or frustration among non-technical staff.

Within one of the regions, several technical group members asserted that colleagues who

had served in the Navy appeared to get preferential treatment. One person said that
employees who had served in the Navy especially the nuclear Navy, "are likely to get

artificially high ratings."
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Headquarters administrative groups exhibited particularly strong sentiments that technical
staff were treated better overall than were administrative staff. In several groups, they
mentioned that technical staff get monetary and other awards based upon performance
appraisals, whereas administrative staff do not. One person said that administrative staff are
"made to feel like we're a piece of furniture" rather than a valuable player for the team. In
still another group, one person commented, "Techs are princes and princesses; they are
babies and expect everything to be done for them." Another person asserted that tech staff
"Get away with complaining about things like difficulty understanding the shuttle schedule,
while administrative staffgets into trouble for complaining about parking."

Other perceptions included the statement that "Techs get student loans paid by the agency,
but administrative staff do not," although this comment was corrected by someone who said
that administrative staff also have that benefit. And, yet another administrative group
participant said, "Administrative positions are like being in boot camp, and it takes a long

time to get past that."

Respondents in most of the groups expressed frustration and/or skepticism about the value
of their participation in these focus groups and other similar activities. They perceive that
they fill out many questionnaires, attend group meetings and focus groups, provide ideas
and input, and then nothing substantive happens. They say that they want to see substantive
change, rather than simply having an employee feedback metric "checked off the list"
without any real progress.

" "How will these suggestions be implemented?"

" "We are surveyed and questioned over and over but we do not see anything change."

Respondents in several groups also commented that women sometimes are treated
differently than men. For example, one person said, "Women who offer suggestions, input,

and so forth, are accused of being emotional or pushy, while men who offer the same kinds
of things are called go-getters."

VI. Conclusions

" NRC employees who participated in these focus groups take pride in the agency, its
mission, and the role that each of them plays in carrying out that mission.

" Although NRC regularly asks employees for feedback, efforts need to be made to
ensure employees that their views and suggestions are being heard.

" NRC managers and staff may want to review the verbatim comments included in
this report, as well as the suggestions, i.e. "Other Insights," that evolved from the

29

focus groups, to use as a basis for discussing and refining policies and procedures that

affect employee satisfaction and fulfillment.
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Appendix I - Recruitment Data

Appendix 2 - Focus Group Discussion Guide

Introduction (S-10 minutes)

A. Moderator Introduction: Moderator briefly introduces self.
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B. Purpose: Today, we are going to discuss some of the issues raised by NRC staff during the 2009
employee Safety Culture and Climate Survey.

(Laura is developing a handout describing the purpose of the focus groups.)

This discussion will last two hours or less.

C. Disclosure:
I am a private contractor, and I have no vested interest in how you answer the questions we are

discussing today.

I am accompanied by my colleague, Natalia, who will be taking notes during our discussion.

(Mention how notes will be used for report-writing only, then destroyed ot the end of the project)

The Media Network recruited you from complete lists of NRC employees provided to us. We will

not be providing the names of participants to anyone at NRC, and neither your name nor any

other identifying information will be used in the final report. This information will be kept

confidential, and all identifying information will be destroyed at completion of the project to

ensure continued confidentiality.

0. Ground Rules:
1. There are no right or wrong answers to any of the questions I ask you today. We are

interested in hearing your honest personal opinions.
2. I would like to hear from everyone, so please feel free to join the discussion. I may call

on people to make sure that I am hearing from everyone.
3. Please talk one at a time so we can make sure we get everyone's comments.
4. Please make sure that all Blackberry's and cell phones are "off" during this discussion.

E. Participant Introductions:
1. Please tell us your first name, which office you work in, and what your current job title

is.
2. Just to clarify- The recruiting criteria for participation in this group are: (list criteria). Is

there anyone who does not meet these criteria?
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Communication (10 min) the same standard of ethical behavior?

A. How effective is NRC management at communicating agency decisions to employees?
1. What, in your opinion, are the most effective ways that policies and decisions are

communicated? Probe for:
a)AII-Staff meetings
b) ADAMS (Agency-wide Documents Access & Management System) but everyone
refers to it as ADAMS
c) EDO Updates (Executive Director for Operations Update)

d) NRC Reporter
e) Office websites

B. What would you say are the biggest barriers to effective communication across the agency?
Probe for:

1. Having multiple locations across the Washington, DC area?

Z. Remoteness of regional offices?
3. How do these barriers affect performance?

I. Management Leadership (1S min)

A. To what extent do you think management trusts and incorporates the judgments of employees
at (group's level) into the way the organization is administered? Probe especiallyfor corporate
support offices, GGI-10, Admin, NRR, GG-14

B. How effective would you say your management is at stating objectives clearly?
C. - At making decisions promptly?
D. -- At establishing priorities? (Probe: Do priorities change so frequently that you have trouble

getting your work done?)
E. -- At encouraging employees to give their best?

III. Quality Focus (10 min)

A Being as objective as possible, how would you rate the quality of the work that comes out of
your office/division? What factors could negatively affect the quality of your work? Probe for:

a. Trying to meet an established schedule of performance
b. Sacrificing quality in order to satisfy a personal or political need

IV. Workplace Ethics (5 min)

Probe especially for Corporate support, Admin, GG 1-10, Tenure groups

A. How would you define "workplace ethics?'
B. One of the survey questions said, "In my experience, all NRC employees are held to the

tame standard of ethical behavior." What do you think that means? How would you
respond to that statement, and why? How would you define the term "ethical behavior" in

this context?
C. What suggestions would you have for ensuring that all NRC employees indeed were held to

V. Performance Management (15 min)

A. Let's talk a bit about the NRC performance review process. How could the performance review
process be improved to better assist you to -

a. - Identify your strengths and weaknesses?

b. - Improve your job performance?
c. - Identify your training needs?
d. - Create your individual performance plan?

VI. Open, Collaborative Work Environment (15 min)

A How well do you think the agency as a whole lives up to this goal?
B. Let's say your work group came up with an innovative way to accomplish something, and when

put into practice, it simply did not work. What would happen?
C. Let's say you had a disagreement with your management about a proposed policy. How would

you handle that? What would management's likely response be?
D. How effective do you think NRC is at encouraging and handling different views among staff?

1. Probe for awareness of various safety culture processes - Non-concurrence, Open
Door Policy, Differing Professional Opinion

2. How effectively does your supervisor explain the resolution of differing views that had
been raised? Probe especially for GG-14

VIi. Organizational Change (10 min)

A. During the last Safety Culture and Climate survey, there was a significant decline in the
number of NRC employees who felt positive about the future of the nuclear industry. Why
do you think this occurred?

B. Management did not share this concern. How would you explain this difference in views?
C. (For NRR only) The survey also reported that NRR employees were concerned about

frequent changes in their immediate supervisors. How would you explain this?

VIII. Continuous Improvement Commitment (5 min)

A. How does your office capture the knowledge of retiring employees?

B. What could they do to improve upon capturing this information?

IX. Training and Development (10 min)

Probe especially for Engineering/sclentific groups, Branch chiefs, Regions

A. What kind of training is available to you (Branch chiefs - your staffo to help you do your job
better?
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B. What additional training would you like to see offered?
C. What barriers do you experience trying to obtain appropriate training? Probe for:

a. Availability of appropriate classes/courses
b. Supervisor support to attend training

X. Workload and Support (S min)

A. How would you describe the computer systems support available to your office? (Probe -

adequacy) (Probe engineer groups - programs?)
B. If a concern, what improvements could be made so that the computer support functions more

directly met your needs?

Xl. Conclusion (5 minutes)

Check with note-takerfor additional questions. Thank and dismiss participants Remind them that their

views will collectively, not individually considered and will be provided in a report to the agency to help

act on issues raised by the OIG Safety Culture and Climate Survey.

Appenadix 3 - Fo:f..,c Cioup Scbeduie Chart

March 16

Engineering/Scientific

Tenure

March 17

GG-14

Branch chiefs

March 18

Corporate support offices

GG1-10 secretaries

March 23

Reg I

March 25

Reg IV

March 30

Reg III

April 1

Reg II

April 14

NMSS mixed group

NRO mixed group

April 15

NRR Engineering/Scientific

GG 1-10 Administrative staff

April 20

All HQ mixed group

All HO mined group
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Appendix 4 - Recommended Resources on Focus Group Research

Listed below are publications that TMN staff have used while planning and conducting focus group
projects and training focus group moderators. Though this list certainly is not exhaustive, it provides a
good introduction to the theory and practice behind focus group research.

Goebert, Bonnie and Rosenthal, Herma (2001). Beyond Listening: Learning the Secret Language of
Focus Groups. New York, NY: Wiley. www.wiley.com.

Greenbaum, Thomas L. (1999) Moderating Focus Groups. Thousand Oaks, CA: Sage Publications.
www.sagepub.com.

Greenbaum, Thomas L. (1998) The Handbook for Focus Group Research, 2nd ed. Thousand Oaks, CA:
Sage Publications. www.sagepub.com.

Krueger, Richard A. (1997) Analyzing and Reporting Focus Group Results. Thousand Oaks, CA: Sage
Publications. www.sagepub.com.

Mayan, Maria (2001) An Introduction to Qualitative Methods: A Training Module for Students and
Professionals. Edmonton, Alberta: Qual Institute Press. www.ualberta.ca/-iiqm/QlPress/default.html.

Morgan, David L. (ed.) (1993) Successful Focus Groups: Advancing the State of the Art. Thousand Oaks,
CA: Sage Publications. www.sagepub.com.

Morgan, David L (ed.) (1996) Focus Groups As Qualitative Research (2nd ed.). Thousand Oaks, CA:
Sage Publications. www.sagepub.com.
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Cai. June

From: Cai, June OL
Sent: Wednesday, September 15, 2010 9:10 AM
To: Rakovan, Lance; Landau, Mindy; Tallarico, Alison; Cho, Caroline; Moorin, Laurette; Johns,

Nancy; Pedersen, Renee; Adelstein, Patricia; Davis, Kristin; Coe, Doug; Bailey, Marissa;
Ficks, Ben; Rajnic, Cecilia; Baker, Pamela; Suto-Goldsby, Lori

Subject: Slides for Sept 22 workshop
Attachments: Performance feedback workshop safety culture intro.ppt

All,

Attached are my slides for the Sept 22 workshop on performance feedback for supervisors. I'll be speaking
right after Mike Weber, who will open the session and moderate. I'll have about 5 minutes and the focus will
be on letting the supervisors know about some of the recent data from employees on this area, and also
encourage them to reinforce how individuals contribute to the agency's safety culture.

Please review if you would like and provide comments in the next couple of days. Then I will run by OE mgt.

Thanks!

June

X,

1



J, U. S. N R C
United StaLes Nuclear Regulator), Commission

Protecting-Peopkand tbe Environment

Internal Safety Culture
Perspectives

Performance Feedback Workshop for
Supervisors

June Cai
Senior Safety Culture Program Manager

Office of Enforcement
U.S. NRC
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- 11.11 I -- -...... .- ...... .* ........ -

Internal Safety Culture Task Force:
SStaff want to understand the expectations and standards for their performance

in their current work environment. They would like clear understanding aboutthe standards against which their work products will be evaluated and whether

their products meet those standards.

-They strongly want consistent and timely feedback from their supervisors and
managers on their personal performance and information on the results and
contribution of their efforts.

aIG survey:

* One of lower rated categories, butimprovement from previous surveys and
compared well against norms

FEVS:
iNRC score of 69 compared with government average of 54.

2



Opportune time for supervisors to discuss and reinforce internal safety culture and
related concepts with their staff, on a one-to-one

Internal safety culture is inclusive of every NRC employee because every employee
supports the agency's public health and safety mission in some manner.

Discuss the individual's specific and unique role in supporting the agency mission.
Provide examples where the individual's work activities which directly supported the
mission. Depending on the person, some activities may be more directly linked thanothers, but all play important and unique role.

Discuss instances where the individual demonstrated behaviors that supported one or
more of the organizational values. Reinforce those positive behaviors.

Provide recognition of behaviors which demonstrated being willing to provide diverseviews, especially under challenging circumstances, or responding well to such views
from others.

Tip: in these cases, focus on the behavior, not the outcome - i.e., whether
management agreed with the staffss recommendation.

Consider providing input to other supervisors with examples of behaviors from their staff
which demonstrate these concepts.

3



7
Cai, June

From:
Sent:
To:
Subject:
Attachments:

Cai, June Of-
Monday, September 20, 2010 8:44 AM
Moorin, Laurette; Cho, Caroline
My slides for the workshop
safety culture perspectives.pptx

See attached - please add to the collection for presentation slides and hand outs!

Thanks

June

\~ /
1



Feedback from Employees

ý Internal Safety Culture Task Force (2008-
2009)
o Staff Seeks

* Understanding of expectations
" Consistent and timely feedback

ý OIG Safety Culture and Climate Survey
(2009)
o Performance Management

" Key strength to maintain
* Follow up focus groups provided

additional details on concerns &
areas for improvement

ý Federal Employee Viewpoints Survey
(2010)
o NRC #1 in Results Oriented

Performance Culture Index



.1

Reinforcing Contribution
to Agency Mission & Culture

Discuss individual's unique
contribution to the mission

Discuss examples of behaviors
that support:
o Agency's values
o Open, Collaborative Work

Environment



Cai, June

From: Hasan, Nasreen6OE.--
Sent: Tuesday, September 21, 2010 4:20 PM
To: Arrighi, Russell; Bernal, Sara; Cai, June; Cho, Caroline; Crutchley, Mary Glenn; Francis,

Karin; Ghasemian, Shahram; Hernandez, Pete; Moorin, Laurette; Nibert, Patty; Rossi,
Roberta; Schwartz, Maria; Sieracki, Diane; Solorio, Dave; Thompson, Catherine; Vito,
David

Subject: FW: Safety Culture Focus Group Report

FYI

From: Taylor, Renee (•c_)ýD
Sent: Tuesday, September 21, 2010 3:36 PM
To: Rakovan, Lance; Ash, Darren; Boger, Bruce; Boyce, Thomas (OIS); Brenner, Eliot; Brown, Milton; Burns, Stephen;
Carpenter, Cynthia; Casto, Chuck; Cohen, Miriam; Collins, Elmo; Dapas, Marc; Dean, Bill; Doane, Margaret; Droggitis,
Spiros; Dyer, Jim; Greene, Kathryn; Grobe, Jack; Hackett, Edwin; Haney, Catherine; Hayden, Elizabeth; Holahan, Gary;
Howard, Patrick; Johnson, Michael; Kelley, Corenthis; Leeds, Eric; Lyons, James; Mamish, Nader; McCrary, Cheryl;
McCree, Victor; McDermott, James; Miller, Charles; Moore, Scott; Pederson, Cynthia; Plisco, Loren; Poole, Brooke; Powell,
Amy; Reyes, Luis; Satorius, Mark; Schaeffer, James; Schmidt, Rebecca; Sheron, Brian; Sosa, Belkys; Stewart, Sharon;
Vietti-Cook, Annette; Virgilio, Martin; Weber, Michael; Wiggins, Jim; Williams, Barbara; Zimmerman, Roy; Campbell,
Andy; Holahan, Patricia
Cc: Akstulewicz, Brenda; Andersen, James; Bellosi, Susan; Belmore, Nancy; Blaney, Stephanie; Borchardt, Bill; Boyd,
Lena; Buckley, Patricia; Casby, Marcia; Cianci, Sandra; Crawford, Carrie; Davis, Chon; Flory, Shirley; Garland, Stephanie;
Higginbotham, Tina; Hudson, Sharon; Kreuter, Jane; Landau, Mindy; Matakas, Gina; Miles, Patricia; Pulley, Deborah;
Rihm, Roger; Riner, Janet; Ronewicz, Lynn; Ross, Robin; Salus, Amy; Tannenbaum, Anita; Taylor, Renee; Thomas,
Loretta; Walker, Dwight; Warner, MaryAnn; Wright, Darlene; Wyatt, Melissa; Cannady, Ashley; Lockhart, Denise; Perez-
Ortiz, Aracelis; Riddick, Nicole; King, Shannon; Penny, Melissa; Sprogeris, Patricia; Burroughs, Eleasah; Nagel, Cheri;
Hasan, Nasreen; Eng, Patricia; Hudson, Jody; Givvines, Mary; Zimmerman, Jacob; Gusack, Barbara; Garland, Stephanie;
Beckford, Kaydian; Mamish, Nader
Subject: Safety Culture Focus Group Report

Dear Colleagues,

Please find the Safety Culture Focus Group Report that I mentioned at Friday's monthly management meeting here:

http://www.internal.nrc.gov/oedo/OIG Survey/NRC Final Report.pdf

A contractor hired by NRC held 20 focus groups with 115 employees in NRC headquarters and regional offices to gain

further insights into specific improvement areas identified in the 2009 OIG Safety Culture and Climate survey.

They concentrated on the survey results that were generally less positive than the views expressed in the majority of
other categories.

The focus groups clarified and confirmed some high level themes from the original survey:

* NRC performs high quality work and is a good place to work

* Administrative staff (agency-wide) and some Regional staff feel less valued

* Concerns about the performance management process still exist

" The abundance of communications vehicles drew mixed feedback



0 There was positive feedback on collaboration and information sharing, but continuing concerns with
reluctance to use the Differing Professional Opinion (DPO) and Non-Concurrence Processes, as
well as the Open Door Policy

* Many staff feel over-surveyed and are not seeing substantive improvements based on their input

Because this report concentrates on a small subset of the OIG survey results, these results should not be over-
interpreted. Instead, this report should be used along with other available sources of employee feedback data-such as
*the recent results from the Federal Employee Viewpoint Survey-to guide continuous improvement activities.

We plan to release this report internally to the staff later this week, and then place it in ADAMS as a public document

shortly thereafter.

Contact me or one of the DEDO's if you have questions or concerns.

Bill

2



Williams, Joseph ) Ic::

From:
Sent:
To:

Cc:
Subject:
Attachments:

Categories:

Cai, June '-,A
Friday, October 15, 2010 11:26 AM
Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek;
Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn;
Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Muessle, Mary
Hernandez, Pete
Issues resolution system evaluation briefing & request for volunteers
Evaluation of Issue Resolution Systems.pptx

Red Category

I want to let everyone know that Pete Hernandez and I presented on the results of the evaluation of the
agency's issues resolution system at the monthly Senior Leadership Meeting this morning. Recall I had
sent around a draft for your review and comment. We have the final report and will be distributing shortly.

Attached are the slides from the briefing - I want to call your attention to the last slide which talks about a
proposed path forward. We're looking to put together a team, with offices who are interested, to review the
options in the contractor's report and recommend a path forward to management. We are asking for
offices that are interested to volunteer someone and provide Pete and I the name by Oct 2 9th.

I just wanted to make you aware of this communication and request we made to your office directors. If
you have any questions, please let me know.

Thanks

June

b
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Evaluation of Issue Resolution
Systems

June Cai & Pete Hernandez

Office of Enforcement

October 15, 2010



Project Background

e Internal Safety Culture Task Force
recommendation (May 2009):

- Conduct evaluation of the agency's problem
identification, evaluation, and resolution systems to
identify areas for improvement

C GE hired Focal Point Consulting Group to conduct
evaluation, which began fall 2009



Systems Included in Evaluation

I . TyeISsem rga

Agency-wide

Office / Region Specific

*2.206 Petition Process

-Allegations Program

-Differing Professional Opinions (DPO) Program

-Employee Satisfaction Surveys

-Generic Issues Program

-Lessons. Learned Program

-Non-Concurrence Process (NCP)

-Reactor Oversight Process (ROP) Feedback Program

-Suggestion Program

-Office of Nuclear Material Safety and Safeguards /Division of Spent Fuel Storage
and Transportation (SFST) Lessons Learned Process

-Office of Nuclear Reactor Regulation Corrective Action Program (NRR CAP)

-Office of Nuclear Security and Incident Response (NSIR) Ask Management

-Office of Research (RES) Feedback Portal

-Region I Ask Management

-Region I Corrective Action Program

-Region II Ask Management

*Region III Suggestion Box

*Region IV Ask Management

Processes not included:
*Statutory processes controlled by independent entities, (e.g., OIG, NTEU, the Employment Discrimination Process)
-New processes that were created after start of the evaluation (fall 2009)

3



Methodology

Step Activities

Confirm
Evaluation
Questions

• Conduct preliminary best practices review
" Review project objectives

Conduct
Benchmarking k

Evaluation
Methodology

Assess Issue
Resolution
Systems

F

* Identify external organizations exhibiting good practices
* Review documentation of identified systems
* Conduct external interviews

* Review issue logs where available for systems
• Review operating procedure documentation for systems
• Conduct interviews with NRC staff
• Conduct agency survey
" Evaluate systems with respect to evaluation questions

" Identify options for improvement
" Conduct group discussions
• Evaluate options based on potential benefit and ease of implementation
• Develop recommendations

./

Evaluate
Options for

Improvement

4



Overall Assessment

Curren

To what extent are issues, concerns, or suggestions effectively screened,
prioritized, and evaluated, based on safety and security significance, as
appropriate?

0
To what extent are the resolution of issues, concerns, or suggestions
communicated to the originator and made available to those who have an
interest in the areas being addressed, in a manner that is appropriate, based on
the topic and situation?

To what extent do systems and processes allow users to engage with sufficient
ease of use?

What is the overall level of satisfaction among employees regarding the issue
resolution systems and the ultimate resolution of issues raised?

To what extent do employees feel comfortable using the systems and
processes to raise issues without reprisals?

To what extent can an employee find information at a single location to assist in
identifying the most appropriate process to pursue an issue, concern, or
suggestion?

To what extent are employees able to share information from these processes
and systems, as appropriate, throughout the agency? 0
To what extent are staff that operate IR systems sufficiently knowledgeable
about those systems and committed to their success?

To what extent are issue resolution systems aligned with Agency/Office/Division
goals in ways that facilitate agency improvement? _ __

Legend*

0 Effective

0

Moderately
Effective

Needs
Improvement

Recent
improvements
made or in
process.

" "Effective" means the reviewed program was meeting all criteria established in that area
" "Moderately effective" means that the Agency was successful in meeting most of the criteria established for that evaluation question but

there were opportunities for improvement
- "Needs improvement" means that most of the criteria were not met and there were significant opportunities for improvement

5



Options for Improvements

.0 1- Esals 4 issu reouto ara (reom ene by cotrctr 2. No retutuig fou on tarete imrve et

-Establish four issue resolution program areas
" Agency-wide corrective action program (CAP), consisting of

coordinated CAPs for each of the Agency's programs:
" Agency-wide employee concerns program, consisting of a

suggestion box/Ask Management for each Office or Region
* Stakeholder concerns program
" Differing Views Program

eYielding improvements through improved consistency and
coordination of existing programs.

*Under this option, the programs remain separate, for the
most part, but a common framework is established

Making targeted improvements to systems, without
increased coordination among different systems
• Make changes to DPO
* Create web page with a list of descriptions off all issue

resolution systems
" Improve Agency Suggestion Program
* Create improved incentives

3 .6 Esals 2. isu eouto ra

-Under this option, there. is tighter consolidation of issue
resolutions system than there is under Option 1. The
approach used for this option is to place operating
responsibility for the program-specific CAPs and stakeholder
programs in a dedicated organization. This organization
would develop procedures, standards, and systems to
establish common operations and reporting among the CAPs.

-Other specific recommendations from Option 1 are included

6



Pictorial Representation of Option 1
Agency Corrective Actions Program Employee Concerns Program

I Suggestion Box
Ask Management

suggestion Box Agency

Ask Management Suggestion

Program

Region 1

Employee
Surveys

Generic Issues h Agency Lessons

Program W P_ Learned Program

I roIrImI 0
3

Ln
3Stakeholder Programs Differing Views Programs

2.206 Petition

Differing
Professional

Opinion Program

Non-Concurrence
Process

Generic Issues
Program

Open Door Policy

-------------------------------------------------------------- ------------------ ---------- A ---------------------------------------------------------------------- -------------

7 Note: This diagram includes the issue resolution systems that were included in the evaluation. Other systems may be added to this framework.



Pictorial Representation of Option 3------ --------------------------------------------------- ----- ------------------------ ------------
Agency Corrective Actions Program Employee Concerns Program

nBox
Ask Management

Suggestion Box Agency

Ask Management / Suggestion
Program

Region 1

Employee
Surveys 0

3~

a)

Stakeholder Programs Differing Views Programs

Differing Non-Concurrence
Professional Process

Opinion Program

Open Door PolicyGeneric Issues
Program

--------------------------- -- --------------------- ---- ---------- ------- ----------------------- ----------------------------------------------------------

Note: This diagram includes the issue resolution systems that were included in the evaluation. Other systems may be added to this framework.



Proposed Next Steps

* Agencywide team to evaluate the options and provide
recommendation
- For offices interested, volunteer individual to work with CE staff -

send name to June Cai & Pete Hernandez by Oct 2 9th

- Team members review final report
- Team meetings (estimating 2-3) in Nov & Dec to discuss options;

will consider:
" Choice of single option or combination of options
* Selection of specific elements versus entire option
" Potential for phased approach

- Office director briefings & alignment on team recommendation
- Final agency management decision

* Report roll out and communications - phased approach



Williams, Joseph

From:
Sent:
To:

Cc:
Subject:
Attachments:

Categories:

Cai, June _
Monday, October 25, 2010 7:42 AM
Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek;
Rough, Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn;
Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Muessle, Mary
Hernandez, Pete; Nibert, Patty
Procedure inventory project (CORRECTED ATTACHMENT)
FW: procedure inventory

Red Category

I realized that I had the wrong attachment to this email below. The first attachment I had was correct (the
one that was sent to offices reporting to the EDO), but the second one was not (the one for offices not
reporting to the EDO). I'm attaching the correct one. If you're from an non-EDO reporting office, please
review and let me know if your office would like to be involved in this project. Again, I apologize for the
mistake.

June

From: Cai, June (. -,
Sent: Monday, October 18, 2010 7:48 PM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins,
Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn; Abraham, Susan; Warner, MaryAnn; Schwartz, Maria;
McAndrew, Sara; Solorio, Ilka; Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti, Mark; Williams, Joseph;
Jefferson, Steven; Muessle, Mary
Cc: Hernandez, Pete; Nibert, Patty
Subject: Procedure inventory project

All,

Attached are two emails about an upcoming project OE will be starting shortly. The first was sent out to
offices reporting to the EDO, and the second were to non-EDO reporting offices.

If you have any questions, please contact Patty Nibert or myself.

Thanks

June

\? /
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Williams, Joseph

From: Zimmerman, Roy
Sent: Monday, October 18, 2010 1:17 PM
To: Hackett, Edwin; Hawkens, Roy; Burns, Stephen; Poole, Brooke; Dyer, Jim; Doane,

Margaret; Schmidt, Rebecca; Brenner, Eliot; Vietti-Cook, Annette
Cc: Cai, June; Campbell, Andy
Subject: FW: procedure inventory

Good Afternoon. The initiative discussed below is being put in place for offices that report to the OEDO.
However, staff from a number of your offices participated in this initiative from the internal safety culture
task force, and we wanted to give you a voluntary offer to participate if you wish. If you would like to
participate, or have questions, pls contact June Cai (x5192). Thank you, Roy

From: Zimmerman, Roy , ..
Sent: Monday, October 18, 2010 12:42 PM
To: Mamish, Nader; Wiggins, Jim; Greene, Kathryn; Miller, Charles; Johnson, Michael; Boyce, Thomas (OIS); Reyes,
Luis; Satorius, Mark; Dean, Bill; Collins, Elmo; Howard, Patrick; 'Brian Sheron'; Haney, Catherine; McCrary, Cheryl;
McDermott, James; Kelley, Corenthis
Cc: Weber, Michael; Ash, Darren; Virgilio, Martin; Cai, June; Campbell, Andy
Subject: procedure inventory

The purpose of this email is to make you aware of an agency wide activity OE will be initiating shortly that

involve your offices.

Backqround

One of the Internal Safety Culture Task Force recommendations (see SECY 09-0068:
http://www. nrc.qov/about-nrc/requlatory/enforcement/safety-culture. html#internalsafety ) was to improve
accountability for keeping policies and procedures current and for maintaining their quality, at the office
level or lower. This recommendation was made to address concerns about outdated procedures and
policies identified from staff focus groups and other employee inputs, and the arrival of a large number of
new employees has increased the importance of having accurate, up-to-date, and usable procedures. The
Office of Enforcement was tasked with overseeing the implementation of the recommendations.

Proiect Approach

In implementing this recommendation, we've developed a multi-step process to be carried out over FY
2011. As a first step, a contractor, Strategic e-Business Solutions, was hired to conduct an inventory of
office procedures. The contractor will meet with each office, obtain information regarding office
procedures, and produce an inventory listing the procedures and important characteristics (e.g., who owns,
purpose, when last updated, etc.). The contractor will do the bulk of the work - the offices will just need to
meet with the contractor and provide them information.

Once the inventories are completed, they will be provided to your office, and we will be requesting you to
develop a strategy for how to proceed. Your offices will have flexibility at this point on what to put in
your strategy, depending on your needs, resources, priorities, etc. One option could be to completely
update and revise all your procedures in a short timeframe. On the other end of the spectrum, you may
decide not to take any specific actions at the current time, or somewhere in between. What to put into
your strategies will be your decision.

We understand the current resource constraints and we are experiencing them as well. Therefore, we
believe this approach provides flexibility to offices to proceed based on your needs and priorities, while still
implementing this recommendation from the Task Force and approved by the EDO. Some offices may find
that they may be able to eliminate some procedures that are not being used or are out of date. Having

1



comprehensive inventories could also allow for potential sharing of guidance and information across offices
artd lead to improved efficiency. My staff has provided communications about this activity over the past
several months to both the Performance Management Working Group and the Performance Improvement
Steering Group.

Next Steps

The contractor will be contacting your staff in the next few months to collect information, and I want to
thank you and your staff in advance for your support on this important activity. If you or your staff have any
questions, please contact June Cai (iune.caicnrc.gov, 301-415-5192) or Patty Nibert
(pattv.nibert(cnrc.aov, 301-415-3819) of my staff. Thx, Roy

2



Cai, June

From: Cai, June < _.
Sent: Tuesday, November 30, 2010 9:23 AM
To: Rakovan, Lance; Gerke, Laura; Flack, )ennifer; Stewart, Sharon; Widmayer, Derek; Rough,

Richard; Hopkins, Rhonda; Lorson, Raymond; Johnson, Debby; Williams, Evelyn;
Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka;
Coates, Carlotta; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley,
Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder, Jennifer; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Muessle, Mary; Barkley, Richard

Cc: Davis, Kristin; Adelstein, Patricia
Subject: FYI Outcome of Communications Council meeting

All,

Hope everyone had a great Thanksgiving!

A while back I mentioned that one of the action items from the OIG follow up focus groups was to share the
communications related results with the Communications Council (the main issue being too much
communications/information overload) and discuss what could be done in response. I presented to the
Communications Council a couple of weeks ago, and was followed directly by a discussion led by Susan Loyd
from the Chairman's office about improving internal agency communications. Here's the section describing the
outcome from the meeting minutes (the full set is posted at:
http://www.internal.nrc.gov/communications/comm tools/2010/112010.html)

Focus Groups to Follow-up on OIG Safety Culture & Climate Survey Results and Improving
and Simplifying Our Internal Communication

June Cai provided a brief overview of the focus group meetings that were conducted as a follow-up to
the results of the 2009 NRC Office of Inspector General (OIG) Safety Culture & Climate survey. She
discussed the process for conducting the focus groups, high-level themes that came out of the focus
groups, and potential approaches and strategies for addressing the communications-related results,
mainly the theme of some feeling as though they receive too many communications. Ms. Cai's
discussions led directly into the topic Susan Loyd addressed at the meeting: simplifying our internal
communication. Ms. Loyd noted that after a question was asked at the recent NRC All-Hands meeting
involving the complexities and possible over abundance of internal communication mechanisms at
the agency, the Chairman is interested in hearing recommendations as to if/how we could simplify the
agency's internal communications.

Council members discussed a number of topics related to internal communications, including: using
more videos; distribution methods; revising the NRC intranet; revising the format for agency
announcements; providing feedback to survey takers; the proper use of e-mail; and a "consolidated
survey" website, It was suggested that a group of Council members work on the initiative of
simplifying NRC's internal communications. Roger Rihm, OEDO, will lead the group. Other members
will include: Susan Loyd, OCM; Jordan Pulaski, ADM; June Cai, OE; Jared Heck, Region Ill; IPran
Goldberg (or another staffer from OIS), OIS; and a NSIR staffer to be named later. The goal is to
provide a report to the Chairman by June.

1



Cal, June

From: Cai, JuneC)
Sent: Monday, November 08, 2010 12:49 PM
To: Adelstein, Patricia
Subject: RE: OD contract follow up on admin/corporate support issue
Attachments: OD outreach for admin corporate support.docx

Patricia,

I'm attaching the document I had sent you earlier describing what we would like done.

Essentially I am requesting that they review the data that you'll be providing them with as part of the first task
to review all the recent available employee data, and focus on the admin/corporate support issues. Then to
develop a strategy for addressing the issues/themes they identify. Here's an sentence from the attached:

OE requests the contractor review the supporting data available and develop recommendations for specific intervention
strategies and activities the agency can take to address the issues identified.

Please let me know if this answers your questions below.

Thanks

June

h~ ~ m A e lsi i l~ -t ic a • b .................. . .... ..................................... . ..... .... . ........... ......... .......... .. .. .

From: Adelstein, Patricia OE-b(
Sent: Monday, November 08, 2010 10:11 AM
To: Cal, June
Subject: FW: OD contract follow up on admin/corporate support issue

No. 2 Questions first and then I will develop a cost estimate.

Do you want them to do any specific analysis or research with respect to the data that they are reviewing for
the synthesis? If so, then that needs to be a separate delivery order and an additional cost.

If not, then I will develop a delivery order (aka task order), send it to you for review and send it to them by COB
tomorrow.

Let me know. Thanks.

From: Cai, June
Sent: Monday, November 08, 2010 10:06 AM
To: Adelstein, Patricia
Subject: OD contract follow up on admin/corporate support issue

Patricia,

I'm trying to plan out my budget for FY 2011. Have you had a chance to talk with Suntiva about if there may be
additional costs associated with my request for them to look at the data for the admin/corporate support
engagement issue and developing a strategy for actions to work on this issue?

Thanks



OE Request for Use of Organizational Develop Contractor

Request:

OE would like to engage HR's Organizational Development contractor to address the recurring
theme of staff in the corporate support offices or serving administrative functions feeling less
engaged/valued/part of the agency's safety culture. OE requests the contractor review the
supporting data available and develop recommendations for specific intervention strategies and
activities the agency can take to address the issues identified. The goal (outcome) of the
intervention should be to help close the gap between the corporate support/administrative staff
and the technical staff in terms of feeling engaged, valued, connected to the mission, part of the
agency's safety culture, etc.

Supporting data:

1. Internal Safety Culture Task Force (2008-2009):

Task Force found that most non-technical staff were not certain what safety culture meant or
if it even applied to them.

2. OIG Safety Culture and Climate Survey (2009):

Administrative/support functions and several corporate support offices had less positive
response rates across multiple categories, although the results in general were improved
from 2005.

3. OIG Safety Culture and Climate Survey Follow-up Focus Groups (2010):

One of the high level themes identified was administrative staff expressed concerns that
they are less respected than technical staff, both by management and by technical staff.

4. Federal Employee Viewpoints Survey (2010):

Some of the Corporate Support Offices (CFO, OIS, CSO, Admin) had lower overall scores
on the Human Capital Indexes.



-01ý,
Cai, June

From:
Sent:
To:
Subject:
Attachments:

Cai, June Orc
Tuesday, November 09, 2010 12:48 PM
Rakovan, Lance
Materials for communications council meeting
Communications - focus group section.docx

Lance,

Attached is info for next week's Communications Council. Basically what I am looking to do is to provide an
overview of the focus group process and the results (with emphasis on the communications related results),
and then have an open discussion/brainstorming session on how to respond to the results. To be honest, I
need help in figuring out what to do with the communicated related results, and hoping to get some good
suggestions from the Communications Council members on what their views on. What do you think?

Thanks

June

1



Discussion on OIG Survey Follow-up Focus Groups
Communications Council

November 17, 2010

Purpose: provide overview of OIG survey follow-up focus group process and results, and
discuss potential approaches and strategies for addressing the communications related results.

Overview of focus group process
0 Overall 2009 OIG survey had very positive results, with the agency scores increasing in

most areas, comparing favorably against industry indexes, and highest ever response
rate (87%).

0 Conduct of focus groups was a continuous improvement activity to gather deeper
information (i.e., draw out the contributing factors) on areas from OIG survey that had:

o Less positive results
o Less improvement from previous survey
o Differences in response between groups

0 Qualitative information from smaller sample (i.e., not representative sample or be
generalized to greater population)

o 20 groups conducted at HQ and all four Regions in March and April - total
number of 115 individuals participated

* High level themes (bold = related to communications, for discussion today)
1) Strengths - high quality work & good place to work
2) Administrative staff agencywide and some Regional staff feeling less valued
3) Concerns about performance management process
4) Abundance of communications - mixed feedback

While NRC has many established communications vehicles - the EDO Update, NRC
Reporter, all-hands meetings, ADAMS, general e-mail, Yellow announcements, and
"box" announcements - there is a widely-held perception that the abundance of
information makes it difficult to determine what is or is not important.

5) Positive feedback on collaboration and information sharing, but continuing concerns
with/reluctance to use DPO, Non-Concurrence Process, and Open Door Policy

6) Feeling over surveyed and not seeing substantive improvements based on
their input
Respondents in all groups said that they feel over-surveyed, and have the
impression that no matter how many times they recommend something, genuine
improvements will not be made.

Discussion
* General reaction to the results?
* Recommendations for potential approach, strategies, & actions to take in response to

results?
o Interest in forming subgroup to review results in more detail and develop

response?



Attachment: Section on communication from report (full report:
http://www.internal.nrc.gov/oedo/OIG Survey/NRC Final Report.pdf)

High-level Themes

Communication from management to staff received mixed reviews in all of the focus groups.
Respondents in most groups recognized, but had different reactions to, recent attempts to
improve communications through various means - the EDO Update, NRC Reporter, the
agency website, office and regional websites, all-hands meetings, and staff meetings at the office
or division level.

Some respondents characterized the purpose of EDO Updates to provide primarily "happy
news," such as performance awards or kudos for efforts during the snowstorms. Participants in
many of the groups also said that the NRC Reporter was "interesting" but does not contain
"need to know" information. While technical staff valued the information at all-hands meetings,
administrative staff tended to say it was more technical than they could use. And, the NRC
website received generally favorable reviews from most groups, but office and regional websites
vary widely in terms of being up-to-date and useful. Respondents in several groups suggested
that fewer, regularly-updated websites would be preferable to having multiple sites that may or
may not be updated.

In all of the focus groups, informal communication was mentioned as an important source of
information about agency policy. As for formal sources, the most important -mentioned in all
20 groups - were Yellow and Box announcements, because respondents felt that someone
prioritized the information in those formats.

ADAMS was criticized in all groups because it is difficult to use and find information in the
database. Within each administrative group, however, one or two respondents said that they use
ADAMS on a regular basis, and their responses were positive. Several groups noted that they
look forward to ADAMS being replaced.

The focus group participants had very mixed responses to how effective management was at
communicating agency policies and decisions. Most groups said that, the lower the
management level (such as direct supervisor or branch chief), the more open and direct the
communications were likely to be. Higher levels of management tend to provide "big picture"
views of policies and decisions, they said, but not the details needed to understand how those
decisions affect an individual's work.

Respondents in several groups said that the large volume of information directed toward them
may give the impression that employees are being informed, but that the actual information
being transmitted is not necessarily what they need. One person called this a "false sense of
communication," and respondents in several groups specifically said that providing information
was not the same as communicating, since "true communication is a two-way process."

Barriers to Communication
The biggest barriers to effective communication, according to the focus groups, were -



- Information overload- With so many formal and informal communication sources
(particularly electronic), respondents said that they had difficulty prioritizing needed versus
optional electronic communications to read. Plus, many said that the process of filtering what to
read causes fear of missing something important.
- How information is communicated- Providing volumes of information is different from
communicating with employees about issues and getting their input. Respondents in several
groups said that although they receive a large quantity of information, less attention is paid to
ensuring it is useful for their role at NRC. Too often it seems as though senior managers send
information just to fulfill a numeric communication metric.
• Movement of people- Because managers come and go as part of the internal upward mobility
track, the continuity of policies, processes, procedures, and information is challenged as new
managers attempt to integrate into their new positions. This also is a challenge to the
relationship component of formal and informal communications, as new managers do not know
the "track record" and capabilities of the technical and administrative staff they are now
supervising.
- Multiple locations for headquarters- The fact that headquarters personnel are in different
locations while the third White Flint building is being built complicates communications for
staff who need to take extra time to get to meetings in another building. This is another
challenge to informal communications, since personal contact is rare among colleagues in
different locations.
- "Cliques"/"unwillingness to share"/"managers holding information close to the vest" -
Respondents in all three headquarters technical groups said that managers who are reluctant to
share information, and cliques that share information only among themselves, are barriers to
communication, since not sharing information can lead to gossip and propagation of incorrect
information.
-Overviews without details-Managers sometimes provide overview information, but without
details to explain why certain decisions were made or policies established. Controversial or
unclear policy changes and decisions could be more widely accepted if NRC staff understood
the reasoning.

Regional Perspectives
Three communications issues arose in each regional focus group-l) barriers between
headquarters and the regions; 2) inspectors' out-of-office responsibilities; and 3) communication
among the regions where responsibilities over lapped. Regional respondents in all regions said
that most communications are "Headquarters-centric," and thus they receive alot of
unnecessary e-mail regarding staff events at headquarters (baby showers, retirement parties,
etc.,) that clutter their e-mail boxes. Respondents in the regional technical groups also noted
that, because inspectors are often in the field, they need a process for easy access to information
from meetings that occur in their absence. Finally, regional respondents emphasized the
importance of seamless communication among the regions, particularly for overlapping
responsibilities.

Headquarters Perspectives
The views of the headquarters' focus groups are reflected in the "High-level Themes" and
"Barriers to Communication" sections above.



Other Insights

Respondents in the focus groups had a number of suggestions for improving communications:

-People who send out e-mail messages should use the subject line to clearly state the purpose of
the e-mail to help distinguish important messages from lighter material.
-Encourage staff to keep their internal websites up-to-date to ensure that they remain useful.
-Clarify the specific "roles" of various internal publications-including Yellow and "box"
announcements, as well as NRC Reporter and the EDO Update-so that NRC staff know to
consult certain publications for important information and others for lighter articles and notes.
-Make the ADAMS replacement easier to use.
-Try to be more aware of the differences between headquarters and the regions when sending
out "all staff" announcements so that regional employees are not inundated with e-mails that
are irrelevant to them.
-Within the regions, develop methods of communicating important information to staff who are
in the field much of the time.



Attached please find Safety Culture Focus Group Report that I mentioned at Friday's monthly
management meeting.

A contractor hired by NRC held 20 focus groups with 115 employees in NRC headquarters and
regional offices to gain further insights into specific improvement areas identified in the 2009
OIG Safety Culture and Climate survey.

They concentrated on the survey results that were generally less positive than the views
expressed in the majority of other categories.

The focus groups clarified and confirmed some high level themes from the original survey:
* NRC performs high quality work and is a good place to work
* Administrative staff (agency-wide) and some Regional staff feel less valued
* Concerns about the performance management process still exist
* The abundance of communications vehicles drew mixed feedback
* There was positive feedback on collaboration and information sharing, but continuing

concerns with reluctance to use the Differing Professional Opinion (DPO) and Non-
Concurrence Processes, as well as the Open Door Policy

* Many staff feel over-surveyed and are not seeing substantive improvements based
on their input

Because this report concentrates on a small subset of the OIG survey results, these results
should not be over-interpreted. Instead, this report should be used along with other available
sources of employee feedback data-such as the recent results from the Federal Employee
Viewpoint Survey-to guide continuous improvement activities.

We plan to release this report internally to the staff later this week, and then place it in ADAMS
as a public document shortly thereafter.

Contact me or one of the DEDO's if you have questions or concerns.



McCormick, Chad

From: Sotiropoulos, Dina
Sent: Tuesday, November 16, 2010 8:39 AM
To: DRMAIII
Cc: 'Tim Buividas'
Subject: FW: Project Framework - please review
Attachments: A Project Charter serves as a road map for a particular project general 07 10.doc

All,

Please see below email from Tim Buividas.

Thanks
Dina

From: Tim Buividas [mailto:tbuividas@corplearning.com]
Sent: Tuesday, November 16, 2010 8:33 AM
To: Sotiropoulos, Dina
Cc: Tim Buividas'
Subject: Project Framework - please review

Hello People,

A few of you have asked how to structure our improvement projects and a few more of you have
suggested a few topics. I will cover this in more detail but thought I would share a document
beforehand for those of you who have interest.

One of our overarching goals is to create continuous improvement projects that are owned and driven
by your community members that in the projects end will move us closer to our desired vision.

The attached document provides a framework that I have used with other clients. Most of my clients
take the framework and adapt it to fit their organization.

Again I am providing this now so you can read it and start to become familiar with the process. Do not
worry if you do not completely get it - we will discuss it at our next session.

Finally - if you have ideas for continuous improvement projects please bring them to our next
sessions and provide us with the scope of your projects. Project topics are typically broader than a
task and usually will impact the overall DRMA community. A few examples that other clients have
done are on the topics of communication process, feedback mechanisms, decision making process,
training, values, business plans, recognition, business process improvement, strategy, leadership,
and teamwork.

Thanks.

Very truly yours,

Tim Buividas
The Corporate Learning Institute
1195 Summerhill Drive

1



Lisle IL 60532

800-203-6734
630-971-5173 Direct
630-971-5076 Fax

tbuividas(ccorplearninq.com
www.corplearninq .com

Sign up for free inspirational quotes @ INSPIRE ME

2



Project Charter

A Project Charter serves as a road map for a particular project. It identifies how the project
is aligned with the business, how it can impact the business, the steps involved, and the
people involved. This Project Charter is composed of the following components.

1. Charter Number: Charters are assigned a reference number.

2. Project Name: A descriptive name is best.

3. Project Sponsor: Defines who is involved from a leadership perspective. The sponsor is
responsible for integrating the ongoing strategic direction of the project with the ongoing
operations of the organization. The Sponsor serves as a guide and mentor for the charter team
associated with the particular charter. The sponsor does not do the actual charter work. The
sponsor is accountable for the success of the charter.

4. Project Approval: Defines the level of authority that project approve must come from.

5. Charter Author: Defines who actually wrote up the charter. This helps for fiture questions about
the original write-up.

6. Team Selection: Defines accountabilities and responsibilities of those involved. Can also
include the competencies and skill levels required.

7. Strategic Direction: States which of the strategic directions this project is most aligned with. A
project can be aligned with more than one strategic direction.

8. Opportunity Statement: Describes the "why" of taking on the project. An opportunity statement
is a problem statement that describes the current impact of the problem to be solved.

9. Business Case: Describes the benefits and expected results for undertaking the project. This is
similar to a proposal.

10. Goal Statement: Defines the objective of the project. This is what the business wants to
achieve through this project. Goal statements are written using the SMARTER goal setting
process.

11. Project Scope: Defines the boundaries of the project. It defines what parts of the business are
included and what is not included. Scope defines the size of the project. Scope can include such
areas as departments, geographic locations, deliverables, features, and functions. Often scope
is limited by schedule and budget constraints. Something "in" scope will be included in the
current release or stage. Something "deferred" will be delivered in a later release. Something
"out-of-scope" will not be included in the project. It is important to explicitly identify items out of
scope to reduce misunderstandings, which can generate conflict and hard feelings.

12. Project Plan: Defines the key activities and tasks required. Includes resources, budgeting,
project constraints, and project timeline including schedules and milestones.

Developed by Corporate Learning Institute based on 6 Sigma concepts



Discussion on OIG Survey Follow-up Focus Groups
Communications Council

November 17, 2010

Purpose: provide overview of OIG survey follow-up focus group process and results, and
discuss potential approaches and strategies for addressing the communications related results.

Overview of focus group process
" Overall 2009 OIG survey had very positive results, with the agency scores increasing in

most areas, comparing favorably against industry indexes, and highest ever response
rate (87%).

" Conduct of focus groups was a continuous improvement activity to gather deeper
information (i.e., draw out the contributing factors) on areas from OIG survey that had:

o Less positive results
o Less improvement from previous survey
o Differences in response between groups

* Qualitative information from smaller sample (i.e., not representative sample or be
generalized to greater population)

o 20 groups conducted at HQ and all four Regions in March and April - total
number of 115 individuals participated

" High level themes (bold = related to communications, for discussion today)
1) Strengths - high quality work & good place to work
2) Administrative staff agencywide and some Regional staff feeling less valued
3) Concerns about performance management process
4) Abundance of communications - mixed feedback

While NRC has many established communications vehicles - the EDO Update, NRC
Reporter, all-hands meetings, ADAMS, general e-mail, Yellow announcements, and
"box" announcements - there is a widely-held perception that the abundance of
information makes it difficult to determine what is or is not important.

5) Positive feedback on collaboration and information sharing, but continuing concerns
with/reluctance to use DPO, Non-Concurrence Process, and Open Door Policy

6) Feeling over surveyed and not seeing substantive improvements based on
their input
Respondents in all groups said that they feel over-surveyed, and have the
impression that no matter how many times they recommend something, genuine
improvements will not be made.

Discussion
" General reaction to the results?
* Recommendations for potential approach, strategies, & actions to take in response to

results?
o Interest in forming subgroup to review results in more detail and develop

response? /I



Williams, Joseph

From:
Sent:
To:

Cc:
Subject:
Attachments:

Follow Up Flag:

Flag Status:

Categories:

Cai, June
Monday, December 20, 2010 7:58 AM
Bartley, Jonathan; Ward, Steven; Vito, David; McAndrew, Sara; Johnson, Debby; Barkley,
Richard; Hopkins, Rhonda; Gallalee, Trish; Hernandez, Pete; Gerke, Laura; Lorson,
Raymond; Williams, Joseph; Pedersen, Renee; Jarriel, Lisamarie; Davis, Kristin
Sieracki, Diane, Fries, Eric
Summary of group recommendations for issues resolution
Group recommendation for issues'resolution.docx

Follow up

Completed

Red Category

Attached is a summary of our group's recommended approach, based on the discussions over the last
couple of meetings. I developed this from Rich's, Pete's, and my notes. I tried to stay fairly high level
(implementation details to be worked out later by the person(s) who are tasked with working on this).
Please review and let me know if you have any edits or comments. Our next meeting is on Jan 6 th to
finalize this write up and address any remaining topics.

Thanks so much for your participation on this over the last few weeks. I think we ended up with some very

good results!

Hope everyone has a great holiday season! See you in the new year.

June

1



Cai, June

From: Cai, June CD_
Sent: Wednesday, December 22, 2010 8:10 AM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough,

Richard; Hopkins, Rhonda; Johnson, Debby; Williams, Evelyn; Abraham, Susan; Warner,
MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio, Ilka; Coates, Carlotta; McLaughlin,
Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley, Jonathan; Heck, Jared; Longmire,
Pamela; Ward, Steven; Golder, Jennifer; Delligatti, Mark; Williams, Joseph; Jefferson,
Steven; Muessle, Mary; Davis, Kristin; Adelstein, Patricia; Moorin, Laurette; Hernandez,
Pete; Barkley, Richard

Cc: Sieracki, Diane; Zimmerman, Roy; Solorio, Dave; Campbell, Andy; Landau, Mindy
Subject: Good practice from NMSS on communications

-Steven Ward from NMSS just shared the following good communications practice with me, as part of their OIG
survey office action plan. You might find it interesting and may want to keep it in mind as applicable for your
office improvement activities. For more information, please contact Steven.

At the December 2009 NMSS Advance, the guest speaker introduced a concept concerning
communicating change. The information indicated that communications related to change had to be
performed 5 times using 5 different approaches for the key messages to sink in. NMSS management
has implemented this approach for communicating important messages to staff. For example, when
NMSS started considering a possible office reorganization, NMSS management used the following
approaches to communicate with staff: a presentation at an NMSS All-Hands Meeting, article on the
NMSS internal homepage, an NMSS Box Announcement email to staff, a weekly Director's Corner
message to staff, and an NMSS Brown Bag Lunch meeting.

Happy holidays!

June



Williams, Joseph

From:
Sent:
To:
Cc:
Subject:

Johnson, Debby
Tuesday, January 04, 2011 1:37 PM
Sprogeris, Patricia k)
Williams, Joseph; Bouling, Ramona
FW: NRO AAs

Patti,

Laura Gerke in NRR is soliciting input from us regarding best practices with our Administrative Assistants.
Apparently we received a nice call-out in one of their focus groups. Any thoughts that we could share with
Laura?

Thanks,

Debby

From: Gerke, Laura ., -

Sent: Tuesday, January 04, 2011 11:16 AM
To: Johnson, Debby
Subject: RE: NRO AAs

Yes, That's fine. Appreciate any new ideas!
Laura

From: Johnson, Debby
Sent: Tuesday, January 04, 2011 10:49 AM
To: Gerke, Laura
Subject: RE: NRO AAs

Laura,

Interesting! I honestly can't speak to anything specific, but would it be okay if I shared your question with
Patti Sprogeris, our FO Administrative Assistant? She was part of our follow-up AA-oriented safety culture
focus group, and may have some insights to share.

Thanks,

Debby

From: Gerke, Laura '

Sent: Monday, January 03, 2011 1:48 PM
To: Johnson, Debby
Subject: NRO AAs

.. .... ... ... ...... .. ......

Debbie,
In NRR's focus group this fall consisting of AAs, one feedback was , "NRR's front office knows the value of
AAs; however, this viewpoint is not trickled down (NRO communicates AA value better than NRR)." Aside
from the nice kudos for NRO (!), can you provide insight to this comment? Eric meets quarterly with the
AAs, and we have a monthly AA newsletter and an annual retreat. What type of activities does NRO do
with/for their AAs? For us, sounds like there's a gap at the DD level; is there anything special NRO does
there?

1
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Williams, Joseph

From:
Sent:
To:

Subject:

Attachments:

Categories:

Cai, June Oc:.
Thursday, January 06, 2011 8:13 AM
Bartley, Jonathan; Ward, Steven; Vito, David; McAndrew, Sara; Johnson, Debby; Barkley,
Richard; Hopkins, Rhonda; Gallalee, Trish; Hernandez, Pete; Gerke, Laura; Lorson,
Raymond, Williams, Joseph; Pedersen, Renee; Jarriel, Lisamarie; Davis, Kristin; Cho,
Caroline; Sieracki, Diane; Fries, Eric; Thompson, Catherine
Updated summary for this afternoon's meeting
Group recommendation for issues resolution.docx

Red Category

All,

I've received some comments on the summary I sent out before, which I've incorporated. Here is the latest
version for today's meeting. Thanks for the review, comments, and all your thoughts and input on this
project over the past several weeks. I hope to finalize this document through our discussion today.

Thanks

June

10



Recommendation for Issue Resolution System Evaluation

An interoffice group reviewed Focal Point Consulting's report on the evaluation of the agency's
issues resolution systems, considered the options recommended, and proposes the following
improvements.

Information sharinq & consistency

1. Improve information sharing and consistency between programs. The programs
themselves would not be altered significantly from their current form (i.e., generally
maintain infrastructure, processes, procedures, owners, resources, etc). The programs
could be divided into the following categories:

* Office and program specific corrective action and improvement programs (e.g.,
NRR CAP, NMSS SFST Lessons Learned Process, etc.)

" Offices' Ask Management and employee feedback types of programs
* External stakeholder programs (e.g., allegations, 2.206 petition process)

Specifically:
* Develop a common framework and infrastructure for sharing information and

trending data across different program types.
* Create a tracking system and/or periodic reporting to identify and share trends

and best practices from various programs across the agency. Consider
developing some type of database to share information and track trends.

* Continue to allow addressing issues/topics on a local (e.g., program or office)
level as appropriate, but develop method(s) and process(es) for raising
issues/topics that have broader application to the agency level for appropriate
handling.

* Develop guidance to improve consistency of handling of issues/topics between
office programs as applicable, including providing meaningful feedback to the
originator.

Communications & traininq

2. Improve communications available to employees on where they can go to raise
issues/concerns as well as to provide suggestions. Examples of tools that could be
developed include a consolidated website listing the full range of processes available,
including contacts and entries points to the systems, and a web-based interactive
decision guidance tool.

3. Develop training agency wide on OCWE, including programs available for raising issues,
concerns, and differing views, and for making suggestions. Consider the most
appropriate training delivery method (e.g., self paced, online, etc) and content, and
whether the training should be mandatory. Ensure training is provided to new
employees.

4. Revisit the role and function of the Differing Views Office Liaisons (DVOLS) for helping
employees in identifying the appropriate programs to use for their issue, concern, or
suggestion, and assisting them in navigating through the differing views processes.
Develop and provide improved guidance and training, especially during turnover to new



individuals serving in these roles. Improve communications agency wide about the
existence of these positions.

Specific grogram recommendations

5. Enhance the employee suggestion program (evaluate specific recommended
improvements in contractor report). Consider developing it into an innovation program
as a more positive approach and develop and implement incentives for its use.

6. Currently there are already plans to update the DPO and Non-Concurrence Process
Management Directives in the next couple of years. As part of those efforts, evaluate
the findings and recommended improvements for those programs from the contractor's
report and factor into the updates and revisions as appropriate.! • - Comment [31]: Comment from June: we did

not discuss this specifically - but I thought it

Additional recom•mendations would be a good addition.

7. Evaluate developing an agency wide Employee Concerns Program (ECP). ECPs
typically have staff authorized to independently evaluate concerns (including concerns of
a potential chilling effect in the work environment) and have provisions for identify
protection. These programs typically reside outside of line management and report
directly to senior management. Even though the contractor evaluation found that the
agency is effective in screening, prioritizing, and evaluating issues based on safety
and security significance, issues and concerns that may not be characterized as
safety/security significant but could have a potential impact on the work environment
(e.g., concerns regarding a chilling effect in the work environment) could be
addressed in an ECP. In addition to the benefits of having an independent program for
addressing employee concerns and providing option for identify protection, having such
a program would allow the agency to adopt a good practice that we have communicated
and encouraged to our regulated community. Development of such a program would
need to involve discussion and coordination with NTEU so that NRC complies with
applicable statutes and the Collective Bargaining Agreement. Consider conducting a
pilot ECP, to evaluate effectiveness and benefits for the agency.

8. Appoint one or more SES CDP graduates to manage this improvement effort over the
next year as a special project. This level of project management conveys the
importance placed on this project, and the SESCDP graduate's training and experience
would be extremely beneficial to the broad assignment areas involved and help handle
some of the potential challenges that may be encountered.
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Rakovan, Lance (D-&

From:
Sent:
To:

Cc:
Subject:
Attachments:

Thompson, Catherine • C) -.
Wednesday, February 02, 2011 1:07 PM
Cai, June; Rakovan, Lance; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough,
Richard; Hopkins, Rhonda; Somerville, Glenda; Bailey, Marissa; Longmire, Pamela; Ward,
Steven; Pulliam, Timothy; Johnson, Debby; Williams, Joseph; Gerke, Laura; Williams,
Evelyn; Abraham, Susan; Warner, MaryAnn; Schwartz, Maria; McAndrew, Sara; Solorio,
Ilka; Jefferson, Steven; Coates, Carlotta; McLaughlin, Terri; Muessle, Mary; Dehn, Jeff;
Talley,. Sandra; Golder, Jennifer; Delligatti, Mark; Moorin, Laurette; Walker, Tracy; Bartley,
Jonathan; Allen, Alma; Heck, Jared; Lantz, Ryan; Davis, Kristin; Adelstein, Patricia; Landau,
Mindy
Campbell, Andy; Zimmerman, Roy
Action Planning Workshop - Feb 16
Action Planning Workshop Flyer Feb 16.docx

All,

A two-hour workshop on "Improving Safety Culture Through Action Planning" will be held on February
16. This presentation by Lisa Keyes of Robbins-Gioia will focus on the value of employee survey data and
how that data translates into action. She will share leading practices in developing and implementing effective
action plans. Please see attached flyer for more details. The meeting details are as follows:

Date: February 16, 1:30 - 3:30
Location: T7AOI, with VTC capabilities to the regions

Please forward this information and flyer to staff and managers involved with office action plans in your

office. Distribute as appropriate but please RSVP to ensure there is enough space.

Thank you!

Kitty Thompson
Safety Culture Program Manager
Office of Enforcement

I



Improving Safety Culture Through Action Planning

ROBBINSGIOIA

DATE:
LOCATION:
AUDIENCE:

February 16, 2011 TIME: 1:30 - 3:30
T7AO1
Managers and staff involved with office action plans

The real value of survey data is not in the survey itself, but in the follow-up process that
translates data into action. Unfortunately, federal agencies often fail to take the key step of using survey
data to trigger change. Sometimes, managers do not know what to do with the results or do not have the
time or energy to implement major initiatives. In other instances, program offices perceive Human
Resources as the project "owner," rather than the facilitator, and so assume that HR will take responsibility
for follow-up. The result? A year passes, another survey is completed, and the outcome reveals that little
progress has been made[l].

Lisa Keyes with Robbins-Gioia, LLC will present a two- hour workshop to share leading practices in
developing and implementing effective action plans. You'll learn from the success of other organizations
as they've undergone the concentrated, ongoing process based of action planning. No single strategy or
process will be right for every agency, but you'll learn tips and techniques to help you build a structured
action planning approach. As a result of this workshop, you will:

Learn successful ways to present the results to your team

Learn how other organizations have engaged employees in developing action plan

Successes and pitfalls of implementing action plans

New ways of communicating results and celebrate successes

Workshop Topics:

Best Practices in Creating and Improving Safety Culture.
Based on examples from Gallup, Development
Dimensions International (DDI), leading healthcare and
other safety-focused organizations, we'll discuss the one
essential factor - communication. Learn the differences
between engagement and employee satisfaction, and
their correlation to safety and productivity.

It's Always S.M.A.R.T to Establish Effective Goals. We'll
refresh your thinking about S.M.A.R.T. goals, what they
look like and discuss ways to involve employees in
categorizing and prioritizing goals - from quick fixes to
long-range solutions.

Implementing Action Plans and Measuring Results.
Keeping open lines of communication and sending
informative updates on progress will add credibility and
keep employees engaged. Learn how other
organizations look at metrics, communicate them to
executive leadership and maintain moment to ensure
results.

Throw A Party. Too often managers forget to celebrate
successes. You will learn ideas for sharing completion of
action steps and acknowledge success.

Robbins-Gioia partners with clients around the %,orld to drive high-risk, complex initiatives to successful completion. Accelerate Success.
To learn more. call us 800.663. 7138 or visit us online at www.robbinsgioia.com and www.acceleratesuccessnow.com

[1] Based on excert from Wiley, Jack W. & Legge, Marilou (2006). Disciplined action planning drives employee engagement. Human Resource
Planning.



Rakovan, Lance

From: Cai, June •.•- -
Sent: Wednesday, May 25, 2011 9:37 AM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough,

Richard; Hopkins, Rhonda; Johnson, Debby; Williams, Evelyn; Abraham, Susan; Warner,
MaryAnn; McAndrew, Sara; Solorio, Ilka; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra;
Walker, Tracy; Bartley, Jonathan; Heck, Jared; Longmire, Pamela; Ward, Steven; Golder,
Jennifer; Delligatti, Mark; Williams, Joseph; Jefferson, Steven; Moorin, Laurette; Barkley,
Richard; Barnes, Robin; Lantz, Ryan; Allen, Alma; Somerville, Glenda

Cc: Campbell, Andy; Pedersen, Renee; Adelstein, Patricia; Landau, Mindy
Subject: Solicitation of your office's needs for updating action plans
Attachments: OD qs and as.docx

OE is in the process of allocating the remaining funds we have for FY 2011 for internal safety culture
activities, To inform this process, the purpose of this email is to ask if your office has any needs for
updating your office's safety culture action plan and/or implementing safety culture and OCWE
activities as part of your plan, where HR's organizational development (OD) contractor, Suntiva, may
be able to provide assistance. This is an opportunity for your office to receive timely, quality OD services to
support your ongoing efforts to create an office-wide strong internal safety culture with an OCWE.

Patricia Adelstein is the HR project manager overseeing the Suntiva contract. Please see the attached
information regarding what this contract can support and Suntiva's capabilities. Suntiva has already been
working on two projects that involve reviewing the agency's survey and focus group results in this area from
the past several years, and so they are very familiar with this topic.

A couple of important points to keep in mind as you are considering this:

1. Most offices developed action plans in response to the last OIG Safety Culture and Climate survey, and
some have updated them with the results from the Federal Employee Viewpoints (FEVs) survey. The
results from the most recent FEVs (which is open right now through the end of this month), will be
available in the late summer timeframe. Once those are available, you may want to consider how to
factor those results into your current plans.

2. The assistance will likely be started later this summer (this would allow for time for offices to provide
responses, for consolidating the responses, and to put the contract paperwork together and
processed). FY 2011 funds must be spent by March 31, 2012, so that means any assistance provided
by Suntiva in support of your plans under this request must be completed by March 31, 2012.

Once we receive your responses, we will aggregate the requests and determine the overall level and types of
assistance offices are requesting. Patricia and I will then work together to develop a plan on how to have
Suntiva provide that assistance to your office and to obtain an overall cost estimate. OE will strive to fund all
the requests, to the extent we can (of course this may depend on the final number and level of requests). Not
knowing how many offices will be requesting and the full extent of requests, we cannot make a specific
commitment right now but will do our best to meet requests. Making a request or expressing an interest at this
time does not obligate you to have to use these services if you decide against it later on this FY, if the situation
in your office changes.

Due to the timeframe for submitting contracting actions and the need for determining final funds allocation,
please provide your request by June 10. This will allow me sufficient time to review all the funding needs
and priorities in the early summer timeframe, before contract action paperwork will be due later in the summer.
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If you have any questions about this request, please let me know (note that I'll be on AL May 27-June 3). If
you have any specific questions about Suntiva, please contact Patricia.

Thanks

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
U.S. Nuclear Regulatory Commission
Email: June.Caitnrc.qov
Phone: (301) 415-5192
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Attachment B

QUESTIONS AND ANSWERS
ABOUT THE

NEW NRC ORGANIZATION DEVELOPMENT
(OD) CONTRACT

What is organization development?

Organization development is the process
through which an organization expands its
internal capacity to be the most effective it can
be. OD involves organizational reflection,
system improvement, team and group
development, coaching, planning, and self-
analysis. OD activities generally focus on the
aspects of a "whole system culture" such as
the relationships, norms and common
behaviors of a group or organizational unit.

Why would I want to bring an organization
development consultant into my
branch/division/office?

It is difficult to assess a team, branch, division
or an office's effectiveness when you are in the
center of its operations. An organization
development consultant can help hold a mirror
up to a small group or a large Office and
provide its staff and managers with a better
understanding of how:

" Communicating openly and collaboratively
can build trust and improve results.

" Team development issues or conflicts can
be resolved; or

" Effective collaboration between staff and
management or between work units is
achievable and enhances NRC's ability to
achieve its mission with excellence.

Does NRC have an enterprise-wide OD
contractor? If so, how can I access their
services.

NRC Senior Leaders, recognizing that an open
collaborative work environment is critical to
achieving our safety and security mission,
approved a contract award' to a management
consulting firm providng agency-wide
organization development services. Contact
the OD program manager, Patricia Adelstein
(301-492-2292); patricia.adelstein@nrc.gov.

What types of services does the Suntiva NRC
OD contract provide?

Just as trainers develop needs assessments
before recommending or creating a specific
training program, OD consultants, when they
begin working with a group, conduct a needs
assessment or diagnosis and then will propose
various OD "interventions" (group activities
that support positive change). After
completing a "diagnosis", the 0D consultant
will work with the requesting office "client" to
develop appropriate next steps. Some of
these activities might be:

Assisting a manager and her team resolve
conflict and eliminate other barriers to
effectiveness.

Facilitating an office's efforts to define their
unique mission and goals.
collaborating with a workgroup to conduct
a business process improvement analysis of

5 year contract (1 year base; 4 years option)
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Attachment B

QUESTIONS AND ANSWERS
ABOUT THE

NEW NRC ORGANIZATION DEVELOPMENT
(OD) CONTRACT

a cumbersome, outdated internal office
procedure.

" Identify, plan and prepare staff members
for the impact a change will have on the
work culture. (change management)

" Team coaching and individual coaching (if it
is part of a larger work unit's OD
improvement effort.)

" Planning and consulting throughout a
division reorganization or other major and
strategic change effort.

Who can secure the services under this
contract?

Team leaders, supervisors, managers and
senior leaders can request the contractor's
services. We ask that any manager requesting
services inform their supervisor of his/her
request in order to ensure support for the
improvement effort after the consultant's
work is completed.

As a branch chief, I'm concerned that team
members are not working together
effectively. Can I use the services of an
organization development consultant to hold
a retreat that would help improve morale?
Taking a pulse of your branch's work
environment reflects the concern you have for
your staff's well-being and for the success of

the branch's operations. Standing back and
identifying what works and what needs to be
done differently and then following through,
can build trust, help enhance staff job
satisfaction and improve the branch's
effectiveness. The NRC OD Program Manager
and a consultant can meet with you to discuss
how they would gather additional information
before determining strategies that can
improve your branch's effectiveness and as a
result, improve office morale.

Who pays for the consultant's services?

All offices are expected to support 100% of the
cost. If you need assistance meeting the
financial obligation required to conduct an OD
intervention, please contact Patricia Adelstein
to discuss other options.

I am a division director and several of my
branch chiefs would benefit from leadership
coaching. Can the OD contractor cover these
services?

The NRC OD Contract provides individual
leadership coaching as part of a leadership or
management team intervention or within a
broader division-wide organization
development intervention. Again, a
management consultant from the OD contract
would meet with you to discuss your concerns
and also conduct a needs assessment before
engaging in any leadership coaching.
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DE,Cai, June

From: Cai, June oc.c_.
Sent: Monday, .June 06, 2011 10:53 AM
To: Arrighi, Russell
Cc: Pedersen, Renee; Campbell, Andy; Zimmerman, Roy
Subject: RE: ACTION REQUIRED by June 7 - Management and performance challenges facing the

NRC
Attachments: 2010 OIG Management Challeges JC.docx

Russ,

I took what you gave me to review on internal safety culture, where you added some input to reflect Renee's
suggested addition below, and made some edits - see attached for latest.

Renee - I believe Russ and I reflected your thoughts below in the attached write up. If you have any edits,
please mark up.

Thanks

June

From: Pedersen, Renee 0 cL-
Sent: Tuesday, May 31, 2011 11:54 AM
To: Arrighi, Russell; Solorio, Dave; Hilton, Nick; Campbell, Andy; Zimmerman, Roy
Cc: Ghasemian, Shahram; Jarriel, Lisamarie; Gulla, Gerald; Summers, Robert; Wray, John; Woods, Susanne; Cai, June;
Sieracki, Diane; Schwartz, Maria; Vito, David; Sreenivas, Leelavathi; Day, Kerstun; Nibert, Patty; Crutchley, Mary Glenn;
Rossi, Roberta; Hernandez, Pete; Faria-Ocasio, Carolyn; Fries, Eric; Thompson, Catherine; Coleman, Nicole; Furst, David;
Starkey, Doug
Subject: RE: ACTION REQUIRED by June 7 - Management and performance challenges facing the NRC

Russ,

I don't know what the incoming looks like this time, but last time we were required to provide more detail than
in previous years. I attached what we provided last year FYI.

With regard to this year, I would say that in Managing Human Capital, we are sensitive to the possible impact
on OCWE, given future budget considerations.

In particular, in the safety culture/OCWE area we are taking action to ensure that all employees understand
their role and contribution to safety and the agency's mission (especially in the corporate support areas) and
that we encourage all employees to raise concerns without fear of reprisal. We are also sensitive to the
possible increase in retaliation complaints as a result of raising concerns in a time when the agency may be
looking a streamlining corporate functions.

Renee I

From: Arrighi, Russell "

Sent: Tuesday, May 31, 2011 10:00 AM



To: Arrighi, Russell; Solorio, Dave; Hilton, Nick; Campbell, Andy; Zimmerman, Roy
Cc: Ghasemian, Shahram; Jarriel, Lisamarie; Gulla, Gerald; Summers, Robert; Wray, John; Woods, Susanne; Pedersen,
Renee; Cai, June; Sieracki, Diane; Schwartz, Maria; Vito, David; Sreenivas, Leelavathi; Day, Kerstun; Nibert, Patty;
Crutchley, Mary Glenn; Rossi, Roberta; Hernandez, Pete; Faria-Ocasio, Carolyn; Fries, Eric; Thompson, Catherine;
Coleman, Nicole; Furst, David; Starkey, Doug
Subject: ACTION REQUIRED by June 7 - Management and performance challenges facing the NRC
Importance: High

Folks,

As discussed at this morning's meeting, please review the below list of es;e
211e 1e"_ar"a Wei sand provide me your input by next Tuesday.

'us * et

Thanks Russ

From: Arrighi, Russell 6%-__
Sent: Wednesday, May 25, 2011 7:51 AM
To: Solorio, Dave; Hilton, Nick; Campbell, Andy; Zimmerman, Roy
Cc: Ghasemian, Shahram; Jarriel, Lisamarie; Gulla, Gerald; Summers, Robert; Wray, John; Woods, Susanne; Pedersen,
Renee; Cai, June; Sieracki, Diane; Schwartz, Maria; Vito, David; Sreenivas, Leelavathi; Day, Kerstun; Nibert, Patty;
Crutchley, Mary Glenn; Rossi, Roberta; Hernandez, Pete; Faria-Ocasio, Carolyn; Fries, Eric; Thompson, Catherine;
Coleman, Nicole; Furst, David; Starkey, Doug
Subject: ACTION REQUIRED by June 7 - Management and performance challenges facing the NRC
Importance: High

Folks,

Below is a list of the most serious management and performance challenges facing the NRC as of October
2010 as identified by the IG. Serious management and performance challenges is defined as mission critical
areas or problems that have the potential for a perennial weakness or vulnerability that without substantial
management attention, would seriously impact agency operations or strategic goals.

* Protection of nuclear material used for civilian purposes.
• Managing information to balance security with openness and accountability
* Ability to modify regulatory processes to meet a changing environment, to include the licensing of new

nuclear facilities.
* Oversight of radiological waste.
* Implementation of information technology and information security measures.
* Administration of all aspects of financial management and procurement.
* Managing human capital.
• New Item(s) (with justification)

Each office is tasked to provide input for the IG's consideration (input due to me by June 7 th)'

1. A list of the management and performance challenges, (existing or new) that you believe the agency
will be facing in-the year ahead.

2. Information that addresses agency efforts during FY 2011 to address the management and
performance challenges listed above.

3. A description of the proposed agency future actions to address the management challenges relevant to
your area of responsibility that are (a) listed above or (b) identified as a new challenge.
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7 Managing human capital Increased outreach in the
internal safety culture/OCWE
area, particularly with
consideration of potential
impact of budgetary and
resource factors. We have
been and will continue to take
actions to facilitate all
employees' understanding of
their roles and contribution to
safety and the agency's
mission (especially in the
corporate support and
administrative areas) and that
we encourage all employees
to raise concerns without fear
of reprisal.

The staff continued to make
progress on implementation
of the Internal Safety Culture
Task Force (ISCTF)
recommendations. In
addition, progress continued
to be made in implementing
agencywide and office
specific actions plans to
address the results of the last
OIG Safety Culture and
Climate survey (from 2009).
Many offices will be
evaluating updates to their
plans based on relevant
results from other employee
surveys as appropriate (e.g.,
the 2011 Federal Employee
ViewDoints Survey).

Continue ongoing
communication and outreach
activities.

The staff will continue to
implement recommendations
from the ISCTF and
agencywide and office-specific
actions to address results from
the 2009 OIG survey.

In addition, the staff continues
to look for ways to improve in
this area, such as implementing
training and knowledge
management activities on
various safety culture topics,
conducting benchmarking
activities with federal partners,
and identifying opportunities to
learn from experiences in other
industries that have safety
culture implications.



C.

Cai, June

From: Heck, Jared ( \\
Sent: Friday, June 10, 2011 5:05 PM
To: Cai, June
Subject: RE: Solicitation of your office's needs for updating action plans

June,

Region III is interested in OE's offer. We haven't had a chance as a leadership team to fully discuss how the
OD services would be used, although some ideas have been suggested, centering on the themes of openness
in communication among leadership and with staff, collaboration in problem solving, and possibly change
management (with budget changes/impacts as the backdrop). So, we don't have a specific proposal at this
time; if other offices have already come in with more concrete requests, those should be prioritized.

Also, the Region III leadership has also decided to "sunset" its 2009 OIG Safety Culture Survey Action Plan;
we may look to develop something new (or refresh our prior action plan) based upon the results of the latest
FEV survey. If there are any concerns with that approach, please let me know.

Thanks,

Jared K. Heck
Regional Counsel &
Government Liaison Team Leader
NRC Region III
Tel. 630-829-9653
Fax 630-515-1096

From: Cai, June C
Sent: Wednesday, May 25, 2011 8:37 AM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins,
Rhonda; Johnson, Debby; Williams, Evelyn; Abraham, Susan; Warner, MaryAnn; McAndrew, Sara; Solorio, Ilka;
McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Bartley, Jonathan; Heck, Jared; Longmire, Pamela; Ward,
Steven; Golder, Jennifer; Delligatti, Mark; Williams, Joseph; Jefferson, Steven; Moorin, Laurette; Barkley, Richard; Barnes,
Robin; Lantz, Ryan; Allen, Alma; Somerville, Glenda
Cc: Campbell, Andy; Pedersen, Renee; Adelstein, Patricia; Landau, Mindy
Subject: Solicitation of your office's needs for updating action plans

OE is in the process of allocating the remaining funds we have for FY 2011 for internal safety culture
activities. To inform this process, the purpose of this email is to ask if your office has any needs for
updating your office's safety culture action plan and/or implementing safety culture and OCWE
activities as part of your plan, where HR's organizational development (OD) contractor, Suntiva, may
be able to provide assistance. This is an opportunity for your office to receive timely, quality OD services to
support your ongoing efforts to create an office-wide strong internal safety culture with an OCWE.

Patricia Adelstein is the HR project manager overseeing the Suntiva contract. Please see the attached
information regarding what this contract can support and Suntiva's capabilities. Suntiva has already been
working on two projects that involve reviewing the agency's survey and focus group results in this area from
the past several years, and so they are very familiar with this topic.

A couple of important points to keep in mind as you are considering this:1\



1. Most offices developed action plans in response to the last OIG Safety Culture and Climate survey, and
some have updated them with the results from the Federal Employee Viewpoints (FEVs) survey. The
results from the most recent FEVs (which is open right now through the end of this month), will be
available in the late summer timeframe. Once those are available, you may want to consider how to
factor those results into your current plans.

2. The assistance will likely be started later this summer (this would allow for time for offices to provide
responses, for consolidating the responses, and to put the contract paperwork together and
processed). FY 2011 funds must be spent by March 31, 2012, so that means any assistance provided
by Suntiva in support of your plans under this request must be completed by March 31, 2012.

Once we receive your responses, we will aggregate the requests and determine the overall level and types of
assistance offices are requesting. Patricia and I will then work together to develop a plan on how to have
Suntiva provide that assistance to your office and to obtain an overall cost estimate. OE will strive to fund all
the requests, to the extent we can (of course this may depend on the final number and level of requests). Not
knowing how many offices will be requesting and the full extent of requests, we cannot make a specific
commitment right now but will do our best to meet requests. Making a request or expressing an interest at this
time does not obligate you to have to use these services if you decide against it later on this FY, if the situation
in your office changes.

Due to the timeframe for submitting contracting actions and the need for determining final funds allocation,
please provide your request by June 10. This will allow me sufficient time to review all the funding needs
and priorities in the early summer timeframe, before contract action paperwork will be due later in the summer.

If you have any questions about this request, please let me know (note that I'll be on AL May 27-June 3). If
you have any specific questions about Suntiva, please contact Patricia.

Thanks

June

June Cai
Senior Safety Culture Program Manager
Office of Enforcement
U.S. Nuclear Regulatory Commission
Email: June.Cai@nrc.gov
Phone: (301) 415-5192
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Heck, Jared

From: Heck, Jared
Sent: Monday, July 18, 2011 9:19 AM
To: Pederson, Cynthia; Satorius, Mark
Subject: FW: Office action plan webpage - will mention in memo to EDO
Attachments: Final Region III Action Plan with Actions Taken (10-08-10).doc

FYI - I have informed June that Rill has "sunset" its action plan from the 2009 OIG Safety Culture & Climate
Survey; OE plans to mention the webpage where these action plans are located in a memo to the EDO.

The version of the Rill action plan that currently appears on the website is the original version. I will ask June
if she could update that version for us with the attached version, which shows "actions taken."

Jared K. Heck
Regional Counsel &
Government Liaison Team Leader
NRC Region III
Tel. 630-829-9653
Fax 630-515-1096

From: Cai, June CYA
Sent: Friday, July 15, 2011 1:08 PM
To: Rakovan, Lance; Gerke, Laura; Flack, Jennifer; Stewart, Sharon; Widmayer, Derek; Rough, Richard; Hopkins,
Rhonda; Johnson, Debby; Williams, Evelyn; Abraham, Susan; Warner, MaryAnn; McAndrew, Sara; Solorio, Ilka;
McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy; Heck, Jared; Longmire, Pamela; Ward, Steven; Delligatti,
Mark; Williams, Joseph; Jefferson, Steven; Moorin, Laurette; Barkley, Richard; Barnes, Robin; Lantz, Ryan; Allen, Alma;
Somerville, Glenda; Chan, Deborah
Cc: Adelstein, Patricia; Landau, Mindy; Pedersen, Renee
Subject: Office action plan webpage - will mention in memo to EDO

All,

OE and HR are in the process of developing a memo to the EDO providing a status of internal safety culture
and OCWE activities and next steps. We will share this memo with you when it's completed. It will be at a
high level and will mention that offices have developed action plans and that they are posted on the OEDO's
webpage at: http://www.internal.nrc.qov/oedo/OIG Survey/index.html

Since this link will be included, you may want to take a look and update the plan that's posted there if
needed. It will probably be a couple of weeks before the memo will be completed, so you have some time if
you do need to update the posting.

Also,. if your office has done an activity recently from your plan that had very positive results, or have
something great planned in the near term, please let me know. The memo will not be at the level of detail to
mention the specifics of what offices are doing, but it would be good of to know a couple of examples in case
we wanted to provide one or two.

Thanks

June

1



, !

2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY ACTION PLAN FOR REGION III

Key Area for Improvement: Training

Summary of Survey Results: Responses to several survey questions in Region III regarding
training suggest an opportunity for improvement. Perceptions about the availability of training,
the impact of workloads on employees' willingness or availability for training, the use of
individual development plans, and the opportunities for personal and professional growth in the
organization were less favorable in Region III than in the NRC as a whole.

Objective: Improve perceptions and effectiveness of the Region III training program.

Action Steps:

1. Communicate to the staff how the current Region III process for evaluating training
requests and allocating training funds works both at a supervisor-to-employee level
and at a programmatic, office-wide level; explain that the process is undergoing
evaluation based on OIG Survey results and that staff input will be sought.

Timeframe: February/March 2010

ACTIONS TAKEN:

* At an All-Staff meeting on February 25, 2010, RA communicated that Region III
would be evaluating Training as an area for improvement based on survey
results;

At an All-Staff meeting on February 25, 2010, a member of the Region III
Training Council explained the process used by Region III to evaluate training
requests, allocate training funds, and make decisions about how training is
delivered.

2. Use NRC focus group results and other input provided by Region III staff to identify
conditions in Region III that may have contributed to less favorable responses to
training-related survey questions.

Timeframe: March - June 2010

ACTIONS TAKEN:

* On March 30, 2010, two focus groups were conducted in Region III by an NRC
contractor;

3. Convene a meeting of all supervisors to share experiences and best-practices in
identifying training needs and scheduling training opportunities, including sharing of
practical tools that can be used to implement training program goals.

Timeframe: March - June 2010

ACTIONS TAKEN:



0 Held a meeting to discuss experiences and reasons for negative perceptions of
training opportunities; identified that, for many staff, the difficulty in balancing
their personal training goals with workload requirements may negatively influence
perception of the training program;

8 Identified a potential dichotomy in perception between experienced staff, who
may perceive that the accomplishment of work obligations/tasks overrides
training priorities, and newer staff, for whom training is emphasized as a high
priority.

4. Evaluate the conditions identified and determine the priority of addressing each,
taking into account the potential time required (i.e., near-term or long-term), the level
of control or coordination required, and the perceived need.

Timeframe: July- Sept. 2010

ACTIONS TAKEN:

" Determined that improving perception of training opportunities is a long-term goal
requiring significant further focus, potentially including changes in not only how
training is offered/delivered, but in how workload is planned, managed, and
prioritized vs. training

" Based on the long-term nature of this issue, Region III will revise our action plan
in FY 2011 and submit revisions to SBCR by the second quarter.

5. Implement changes to the current process for identifying training opportunities,

allocating/prioritizing training dollars, and communicating training decisions.

Timeframe: Oct.- Dec. 2010

6. Communicate changes to staff; seek feedback regarding effectiveness; evaluate
feedback and adjust implementation accordingly.

Timeframe: Jan. 2010 through calendar year

Notes. Plan will be executed using existing resources; addresses SBCR "Diversity and
Inclusion Follow-up Actions"



Key Area for Improvement: Performance Management

Summary of Survey Results: Responses to several survey questions in Region III regarding
performance management suggest an opportunity for improvement. Perceptions about
whether/how high-quality work is recognized, how effective performance appraisals are in
identifying strengths and weaknesses, and whether the appraisal process helps to improve job
performance were less favorable in Region III than in the NRC as a whole.

Objective: Improve perceptions and effectiveness of the Region III performance appraisal
process.

Action Steps:

2. Communicate to the staff current Region III expectations for performance
assessment; explain that OIG Survey results indicate room for improvement in this
area and that staff input will be sought.

Timeframe: February/March 2010

ACTIONS TAKEN:

At an All-Staff meeting on February 25, 2010, RA communicated that Region III
would be evaluating Performance Management as an area for improvement
based on survey results;

3. Use NRC focus group results and other input provided by Region III staff to identify
conditions in Region III that may have contributed to less favorable responses to
survey questions related to performance assessment.

Timeframe: March - June 2010

ACTIONS TAKEN:

* On March 30, 2010, two focus groups were conducted in Region III by an NRC
contractor;

4. Convene a meeting of all supervisors to share experiences and best-practices in
performance assessment, including methods for recognizing good performance and
providing feedback; including sharing of practical tools that can be used to guide
appraisal discussions.

Timeframe: March - June 2010

ACTIONS TAKEN:

* In July 2010, at an Expanded Leadership Meeting of first-line supervisors and
division directors, supervisors shared experiences and approaches to
performance appraisals

* On September 22, 2010, all supervisors attended a VTC performance-
management workshop led by headquarters



5. Evaluate the conditions identified and determine the priority of addressing each,
taking into account the potential time required (i.e., near-term or long-term), the level
of control or coordination required, and the perceived need.

Timeframe: July - Sept. 2010

ACTIONS TAKEN:

* In August 2010, at an Expanded Leadership Meeting of first-line supervisors
and division directors, data from the OPM Human Capital survey and OIG
Safety Culture Survey regarding perceptions of the Region III awards process

,,were discussed; Region IIl's awards system was also compared/contrasted
with other approaches.

" No need for changes to the awards process or appraisal process identified as
of September 2010; Region III leadership emphasizes a continued focus on
timely recognition of good performance and timely, substantive feedback
regarding the need for performance improvement, as appropriate.

6. Implement changes to current practices, endeavoring to understand and replicate

best practices.

Timeframe: Oct.- Dec. 2010

7. Communicate changes to staff; seek feedback regarding effectiveness; evaluate
feedback and adjust implementation accordingly.

Timeframe: Jan. 2010 through calendar year

Notes: Plan will be executed using existing resources; addresses SBCR "Diversity and
Inclusion Follow-up Actions"
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Key Area for Improvement: Open, Collaborative Work Environment

Summary of Survey Results: Region III made significant improvements in employees'
perception and understanding of the NRC's Open, Collaborative Work Environment policies
since the 2005 OIG Survey. Responses were 72% favorable in the category, an improvement
of 14% over the 2005 results.

Objective: Continue to build on improvements in the perceptions and effectiveness of the Open,

Collaborative Work Environment concept.

Action Steps:

1. Communicate to the staff senior leadership's current vision of open, collaborative
work environment concepts, including an outline of formal and informal processes for
the evaluation of differing views.

Timeframe: February/March 2010

ACTIONS TAKEN:

" At a DRS Division Meeting on February 17, 2010, the Region III DVOL presented
an overview of OCWE concepts, including a discussion of Open Door, NCP, and
DPO processes;

" At an All-Staff meeting on February 25, 2010, RA communicated that Region III
would be evaluating OCWE as an area for improvement based on survey results;

" At a DRMA Division Meeting on April 7, 2010, the Region III DVOL presented an
overview of OCWE concepts, including a discussion of Open Door, NCP, and
DPO processes;

" Promoted attendance by staff at the September 29, 2010, OCWE Event VTC

" Regional Administrator routinely emphasizes the importance of openness and
collaboration in All Staff Meetings, and during events such as Diversity Day.

2. Use NRC focus group results and other input provided by Region III staff to identify
conditions in Region III that may have contributed to less favorable responses to
survey questions related to OCWE.

Timeframe: March - June 2010

ACTIONS TAKEN:

* On March 30, 2010, two focus groups were conducted in Region III by an NRC
contractor;

3. Convene a meeting of all supervisors to share experiences and best-practices in
collaboration, with the goal of identifying particular programs/processes suitable for
increased collaboration; identify strengths and skill gaps in communication, conflict
management, facilitation, etc. that could be leveraged or addressed to improve
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OCWE.

Timeframe: March - June 2010

ACTIONS TAKEN:

* In June 2010, held a management retreat that emphasized the themes of
communication, collaboration, and openness.

4. Evaluate the conditions identified and determine the priority of addressing each,
taking into account the potential time required (i.e., near-term or long-term), the level
of control or coordination required, and the perceived need.

Timeframe: July - Sept. 2010

ACTIONS TAKEN:

In August 2010, the Division of Reactor Projects undertook a self assessment
of how it implements the Significance and Enforcement Review Process, with
a recent enforcement finding at Braidwood as a case study; the self-
assessment focuses in part on identifying potential barriers to and missed
opportunities for effective communication;

5. Implement changes to current practices, endeavoring to understand and replicate
best practices.

Timeframe: Oct.- Dec. 2010

6. Communicate changes to staff; seek feedback regarding effectiveness; evaluate
feedback and adjust implementation accordingly.

Timeframe: Jan. 2010 through calendar year

Notes: Plan will be executed using existing resources.
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Cai, June

From: Cai, June nE-
Sent: Wednesday, March 28, 2012 7:15 AM
To: Ficks, Ben
Subject: RE: OIS Reply: Example of office level action for OIG safety culture survey

Great examples. I will include one of these.

Thanks

June

From: Ficks, Ben 0
Sent: Tuesday, March 27, 2012 1:19 PM
To: Cai, June
Subject: OIS Reply: Example of office level action for OIG safety culture survey

Hi June.

Thanks for asking!

The following 2 things come to mind:

OIS led the development of a new IT/IM strategic plan to lay out its plans and strategies for the next five
years. See: http:/lwww.nrc.-ov/readinq-rm/doc-collections/nurecqs/staff/srl908/ This plan has helped OIS staff
better understand how their day to day work contributes to the agency.

In addition, OIS has pursued innovative programs to build OIS diversity, including veteran hiring and IT shadow
day initiatives. Those activities were highlighted and presented to the Commission in a video in December
2011. See: http://r2.nrc..ov/videoarchiveNiewVideo.cfm?vlink=339 This video was also presented at the OIS
All-Hands in March 2012.

Please let me know if you need more.

Ben

Ben Ficks, Director
Information and Records Services Division (IRSD)
Office of Information Services (OIS), US NRC
ben.ficks@nrc.gov
301-415-7326

From: Cai, June
Sent: Tuesday, March 27, 2012 10:09 AM
To: Zimmerman, Roy; Hudson, Jody; Wert, Leonard; Webber, Robert; Dudes, Laura; Thaggard, Mark; Landau, Mindy;
McAndrew, Sara; Rough, Richard; Barnes, Anthony; Howard,, Patrick; Case, Michael; Giitter, Joseph; Widmayer, Derek;
Tracy, Glenn; Ross-Lee, MaryJane; Mohseni, Aby; Ficks, Ben; Tracy, Glenn
Cc: Pedersen, Renee; Chernoff, Margaret; Adelstein, Patricia; Allen, Alma; Rakovan, Lance; Flack, Jennifer; Hopkins,
Rhonda; Johnson, Debby; Warner, MaryAnn; Solorio, Ilka; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy;
Heck, Jared; Longmire, Pamela; Ward, Steven; Williams, Joseph; Jefferson, Steven; Moorin, Laurette; Barkley, Richard;
Lantz, Ryan; Johnson, Joanne; Doolittle, Elizabeth; Wertz, Trent; Powell, Amy; Afshar-Tous, Mugeh; Laufer, Richard;b



Farrar, Karl; Fuller, Karla; Stapleton, Bernard; Krause, Emily; Wittick, Brian; Barnes, Robin; Couret, Ivonne; Hilton, Nick
Subject: Example of office level action for OIG safety culture survey

ACAG Members,

We are putting together some talking points for Mike Weber for the OIG entrance meeting on 4/4 on the next
Safety Culture and Climate Survey.

One of the topics that will be included is the agency response after the last survey in 2009. We are interested
in collecting 2-3 examples of office level actions. Please consider if you would like to share an example of an
effective action or "best practice" your office took in response to the last OIG survey. If you have something
you'd like to share, please let me know by the end of this week. It does not have to be very detailed - just a
sentence or so.

Thank you.

June

2
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From: Cai, June GZ--
Sent: Wednesday, March 28, 2012 7:18 AM
To: Wert, Leonard
Cc: McCree, Victor
Subject: RE: Example of office level action for OIG safety culture survey

Great example - thanks for sharing. I will work a summary of this into the talking point.

Thanks

June

From: Wert, Leonard i-.I\
Sent: Tuesday, March 27, 2012 5:47 PM
To: Cai, June
Cc: McCree, Victor
Subject: RE: Example of office level action for OIG safety culture survey

June,

One example from Region I1: We addressed the area of performance management through action plans
developed by Branch Chief breakout sessions in our Leadership Retreat. We initiated measures to improve
the quality of feedback to employees on their performance. We institutionalized use of appraisal checklists (by
supervisors and employees) to ensure important topics are addressed, including discussions of career
planning and use of IDPs. We also formalized our routine of providing "just in time" refresher training to
supervisors just prior to performance reviews. During the recent FEVS survey, Region II received the largest
increase in positive results in this area.

Hope this is useful, Len

From: Cai, June
Sent: Tuesday, March 27, 2012 10:09 AM
To: Zimmerman, Roy; Hudson, Jody; Wert, Leonard; Webber, Robert; Dudes, Laura; Thaggard, Mark; Landau, Mindy;
McAndrew, Sara; Rough, Richard; Barnes, Anthony; Howard, Patrick; Case, Michael; Glitter, Joseph; Widmayer, Derek;
Tracy, Glenn; Ross-Lee, MaryJane; Mohseni, Aby; Ficks, Ben; Tracy, Glenn
Cc: Pedersen, Renee; Chernoff, Margaret; Adelstein, Patricia; Allen, Alma; Rakovan, Lance; Flack, Jennifer; Hopkins,
Rhonda; Johnson, Debby; Warner, MaryAnn; Solorio, Ilka; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy;
Heck, Jared; Longmire, Pamela; Ward, Steven; Williams, Joseph; Jefferson, Steven; Moorin, Laurette; Barkley, Richard;
Lantz, Ryan; Johnson, Joanne; Doolittle, Elizabeth; Wertz, Trent; Powell, Amy; Afshar-Tous, Mugeh; Laufer, Richard;
Farrar, Karl; Fuller, Karla; Stapleton, Bernard; Krause, Emily; Wittick, Brian; Barnes, Robin; Couret, Ivonne; Hilton, Nick
Subject: Example of office level action for OIG safety culture survey

ACAG Members,

We are putting together some talking points for Mike Weber for the OIG entrance meeting on 4/4 on the next
Safety Culture and Climate Survey.

One of the topics that will be included is the agency response after the last survey in 2009. We are interested
in collecting 2-3 examples of office level actions. Please consider if you would like to share an example of an
effective action or "best practice" your office took in response to the last OIG survey. If you have something,

1



you'd like to share, please let me know by the end of this week. It does not have to be very detailed -just a
sentence or so.

Thank you.

June

2



Cai, 'June

From: Cai, June 01)•
Sent: Thursday, March 29, 2012 1:45 PM
To: Webber, Robert
Cc: Satorius, Mark; Carpenter, Cynthia
Subject: RE: Example of office level action for OIG safety culture survey

Bob,

These are great examples. I will work some of this into the talking point.

Thanks!

June

From: Webber, Robert • t
Sent: Wednesday, March 28, 2012 1:48 PM
To: Cai, June
Cc: Satorius, Mark; Carpenter, Cynthia
Subject: RE: Example of office level action for OIG safety culture survey

June:

As a result of the 2009 Safety Culture and Climate Survey, management focus was placed on improving communications
throughout the office. FSME undertook the following initiatives toward improving communication:

1. Frequent, definitive and concise updates to the FSME website including general news items as well as
programmatic and corporate issues relevant to all staff;

2. Quarterly Branch Chief meetings with FSME senior management were implemented to focus attention on
leadership and management issues;

3. An electronic suggestion box was made available on the intranet so that staff could anonymously and easily
report concerns and raise issues for discussion.

Please let me know if you need further information for Mike's entrance meeting.

Bob

From: Cai, June 0..
Sent: Tuesday, March 27, 2012 10:09 AM
To: Zimmerman, Roy; Hudson, Jody; Wert, Leonard; Webber, Robert; Dudes, Laura; Thaggard, Mark; Landau, Mindy;
McAndrew, Sara; Rough, Richard; Barnes, Anthony; Howard, Patrick; Case, Michael; Giitter, Joseph; Widmayer, Derek;
Tracy, Glenn; Ross-Lee, MaryJane; Mohseni, Aby; Ficks, Ben; Tracy, Glenn
Cc: Pedersen, Renee; Chernoff, Margaret; Adelstein, Patricia; Allen, Alma; Rakovan, Lance; Flack, Jennifer; Hopkins,
Rhonda; Johnson, Debby; Warner, MaryAnn; Solorio, Ilka; McLaughlin, Terri; Dehn, Jeff; Talley, Sandra; Walker, Tracy;
Heck, Jared; Longmire, Pamela; Ward, Steven; Williams, Joseph; Jefferson, Steven; Moorin, Laurette; Barkley, Richard;
Lantz, Ryan; Johnson, Joanne; Doolittle, Elizabeth; Wertz, Trent; Powell, Amy; Afshar-Tous, Mugeh; Laufer, Richard;
Farrar, Karl; Fuller, Karla; Stapleton, Bernard; Krause, Emily; Wittick, Brian; Barnes, Robin; Couret, Ivonne; Hilton, Nick
Subject: Example of office level action for OIG safety culture survey

ACAG Members, A) I/Kk2

1



We are putting together some talking points for Mike Weber for the OIG entrance meeting on 4/4 on the next
Safety Culture and Climate Survey.

One of the topics that will be included is the agency response after the last survey in 2009. We are interested
in collecting 2-3 examples of office level actions. Please consider if you would like to share an example of an
effective action or "best practice" your office took in response to the last OIG survey. If you have something
you'd like to share, please let me know by the end of this week. It does not have to be very detailed - just a
sentence or so.

Thank you.

June

2



Cai, June

From: Cai, June
Sent: Monday, July 02, 2012 9:50 AM
To: Campbell, Andy
Cc: Zimmerman, Roy
Subject: RE: Possible Rapid Response Items and Processes for Consideration JC adds.docx

There were several levels of access:

1) The contractor issued a publicly available report and conducted an all hands briefing. Those results
presented in those were at a pretty high level.

2) Each office identified two reps (a champion and an analyst), who were given a thumb drive with the
detailed data files for their office (if their office was large enough to have a breakdown of the data). The
data files also had division level data, if applicable. Because the data is proprietary and specific for
offices, the drives were guarded pretty close (e.g., password protected, could not make copies,
etc.). So basically each office only had access to their data, through their reps.

3) OEDO and OE, because of our roles, had full access to all offices' data. However, we were asked not
to share an office's data with another, without their permission.

4) Later on, Patricia had Suntiva do some analysis of the data. However, because the survey is
proprietary, she had to engage OIG and there were a lot of hoops Suntiva had to jump through to be
able to see the data. I forget all the steps, but I think it involved signing a lot of documents and
promising not to share externally, etc.

Hope this helps.

June

From: Campbell, Andy
Sent: Monday, July 02, 2012 9:31 AM
To: Cai, June
Cc: Zimmerman, Roy
Subject: Possible Rapid Response Items and Processes for Consideration JC adds.docx

I'm on a conference call now. Question about access to OIG contractor data. What level of access did we have
in 2009 SCCS?

1



Cai, June

From: Solorio, Dave(O%_
Sent: Friday, August 10, 2012 1:19 PM

To: Cai, June
Cc: Thompson, Catherine
Subject: RE: Can you remind me a little bit about our role in the 2009 OIG survey results....

Thanks so much June. You might have given me exactly what I was looking for. I need to talk to Kitty and we will get

back to you if we need more.

Dave

From: Cai, June (0-
Sent: Friday, August 10, 2012 1:10 PM
To: Solorio, Dave
Cc: Thompson, Catherine
Subject: RE: Can you remind me a little bit about our role in the 2009 OIG survey results....

The OEDO had the overall lead for requesting offices develop action plans and submit them.

We (OE) provided support by:

-Conducting an overall analysis of the results. This analysis was described in the last SECY we sent up in Jan
2010.
-Supporting OEDO in developing agency wide actions.
-Supporting offices in their office level actions plans. Examples include reviewing plans and providing
feedback, sharing examples of best practices, conducting seminars & workshops, etc.

Let me know if you need more.

From: Solorio, Dave C).-
Sent: Friday, August 10, 2012 11:59 AM
To: Cai, June
Cc: Thompson, Catherine
Subject: Can you remind me a little bit about our role in the 2009 OIG survey results....

We are making slides in case we have to brief the chairman on what we do on SC and we need to improve one of our
bullets about OUR role in the results of the 2009 OIG survey. What was our involvement? I thought you were in charge
of helping all offices develop action plans to address the OIG survey issues that involved safety culture issues or
something like this? Or maybe you were using our money to fund any effort they wanted to undertake?

Thanks
Dave

1



External Safety Culture Document List:

Tab Document Title Date Pages

Development of NRC's Safety Culture Policy:
1. 74 FR 66387 Public Workshops; Request for Nomination of December 2 *

[NRC-2009-0485] Participants in Round Table Discussions and 15, 2009
Stakeholder Participation

2. (ML093270327) NRC's Safety Culture Summary (Revised November 2 *
November 20, 2009) 25, 2009

74 FIR 575253. [NRC-2009-04855 Draft Safety Culture Policy Statement: Request November 5
3 [C09-0485 for Public Comments 6, 2009
(ML093240408)

4. NRC-2009-0485 Draft Safety Culture Policy Statement: Request October 30, 17 *

(ML093030375) for Public Comments! 2009

5. (SRM) SECY-09- Safety Culture Policy Statement October 16, 19
0075 2009

SECY-09-0075 May 18,
6. Safety Culture Policy Statement My 62 *(ML091130068) 2009

7. NRC-2009-0013 Safety Culture Policy Statement: Public Meeting January 27, 16 *

(ML090260709) and Request for Public Comments 2009

(SRM) COMGBJ- February 25,
8. 08-0001 A Commission Policy Statement on Safety Culture 20 5 2 *

(ML080560476) 2008

Safety Culture Initiative Activities to Enhance the May 24,
9. SECY-06-0122 Reactor Oversight Process and Outcomes of the 2006 36 *

Initiatives

Information on the Changes Made to the Reactor July 31,
10. RIS-2006-13 Oversight Process to More Fully Address Safety 2006 25

Culture

11. (SRM) SECY-05- Status of Safety Culture Initiatives and Schedule December 1
0187 for Near-Term Deliverables 21, 2005

12. SECY-05-0187 Status of Safety Culture Initiatives and Schedule October 19, 11 *
for Near-Term Deliverables 2005

- -1 Comment [JDB1]: Probably don't need this
document. It's included in the FRN.

_ I _____ I _____________ I ___ I __

67



November 1
13. INPO Principles for a Strong Nuclear Safety Culture 2004 18

14 (SRM) SECY-04- Recommended Staff Actions Regarding Agency August 30,
14. 0SR1 SGuidance in the Areas of Safety Conscious Work 2004 4

Environment and Safety Culture

Recommended Staff Actions Regarding Agency
15. SECY-04-0111 Guidance in the Areas of Safety Conscious Work July 1, 2004 22

Environment and Safety Culture

16. 61 FR 24336 Freedom of Employees in the Nuclear Industry to May 14, 6

Raise Safety Concerns Without Fear of Retaliation 1996

17. INSAG-4 Safety Culture 1991 44

18. 54 FR 3424 Policy Statement on the Conduct of Nuclear January 24, 3
Power Plant Operations ' 1989

_ J _____ I _____________ I ___ I __
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Internal and External Safety Culture

Background Information

TABLE OF CONTENTS

INTERNAL SAFETY CULTURE

Tab Document Date Issued/Revised Reference Number

EXTERNAL SAFETY CULTURE

2. Policy Statement on the Conduct of Nuclear Power January 24, 1989 54 FR 3424
Plant Operations

3. Safety Culture 1991 75-INSAG-4

4. Freedom of Employees in the Nuclear Industry to Raise May 14, 1996 61 FR 24336
Safety Concerns Without Fear of Retaliation

5. Recommended Staff Actions Regarding Agency July 1, 2004 ML0417502381
Guidance in the Areas of Safety Conscious Work
Environment and Safety Culture (SECY-04-01 11)

6. Staff Requirements-SECY-04-0111-Recommended August 30, 2004 ML0424306610
Staff Actions Regarding Agency Guidance in the Areas
of Safety Conscious Work Environment and Safety
Culture

7. INPO: Principles for a Strong Nuclear Safety Culture November 2004 ML051720519

8. Staff Requirements Memorandum-COMBJ-08-0001-A February 25, 2008 ML080560476
Commission Policy Statement on Safety Culture

9. Safety Culture Policy Statement Development: Public January 27, 2009 ML090260709
Meeting and Request for Public Comments

10. Safety Culture Policy Statement (SECY-09-0075) (All May 18, 2009 ML091130068
Enclosures)

11. Staff Requirements-SECY-09-0075-Safety Culture October 16, 2009 ML092920099
Policy Statement

12. Draft Safety Culture Policy Statement: Request for October 30, 2009 ML093030375
Public Comments

13. NRC's Safety Culture Summary November 20, 2009 ML093270327

14. Development of NRC's Safety Culture Policy: Public December 9, 2009 ML093230342
Workshops; Request for Nomination of Participants in
Round Table Discussions and Stakeholder Participation

15. Summary of the February 2-4, 2010, Public Meeting TBD TBD
Between the U.S. Nuclear Regulatory Commission and
Stakeholders Regarding Safety Culture Policy
Statement, Definition and Decription/Traits

1



Internal Safety Culture Document List:

Tab Document Title Date Pages

1. SECY-10-0009 Internal Safety Culture Update January 26, 21
(ML0933401244) 2010

2. (ML100191770) Additional Guidance for Development of Office January 22,
Safety Culture Action Plans 2010

3. (MI-093490 Action Plans for the 2009 OIG Safety Culture December 17,

3. V(L093490485)J and Climate Survey Results 2009

OIG-O9-A-18Setmr30
4. 2009 NRC Safety Culture and Climate Survey September 30, 53

(MIL092740009) 2009

5. SECY-09-0068 Report of the Task Force on Internal Safety April 2009 163
(M L090990117) Culture
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Internal and External Safety Culture

Background Information

TABLE OF CONTENTS

INTERNAL SAFETY CULTURE

Tab Document Date Issued/Revised Reference Number

EXTERNAL SAFETY CULTURE

2. Policy Statement on the Conduct of Nuclear Power January 24, 1989 54 FR 3424
Plant Operations

3. Safety Culture 1991 75-INSAG-4

4. Freedom of Employees in the Nuclear Industry to Raise May 14, 1996 61 FR 24336
Safety Concerns Without Fear of Retaliation

5. Recommended Staff Actions Regarding Agency July 1,2004 ML0417502381
Guidance in the Areas of Safety Conscious Work
Environment and Safety Culture (SECY-04-0111)

6. Staff Requirements-SECY-04-0111-Recommended August 30, 2004 ML0424306610
Staff Actions Regarding Agency Guidance in the Areas
of Safety Conscious Work Environment and Safety
Culture

7. INPO: Principles for a Strong Nuclear Safety Culture November 2004 ML051720519

8. Staff Requirements Memorandum-COMBJ-08-0001-A February 25, 2008 ML080560476
Commission Policy Statement on Safety Culture

9. Safety Culture Policy Statement Development: Public January 27, 2009 ML090260709
Meeting and Request for Public Comments

10. Safety Culture Policy Statement (SECY-09-0075) (All May 18, 2009 ML091130068
Enclosures)

11. Staff Requirements-SECY-09-0075-Safety Culture October 16, 2009 ML092920099
Policy Statement

12. Draft Safety Culture Policy Statement: Request for October 30, 2009 ML093030375
Public Comments

13. NRC's Safety Culture Summary November 20, 2009 ML093270327

14. Development of NRC's Safety Culture Policy: Public December 9, 2009 ML093230342
Workshops; Request for Nomination of Participants in
Round Table Discussions and Stakeholder Participation

15. Summary of the February 2-4, 2010, Public Meeting TBD TBD
Between the U.S. Nuclear Regulatory Commission and
Stakeholders Regarding Safety Culture Policy
Statement, Definition and Decription/Traits

16. SRM-M090527A, Briefing on External Safety Culture June 8, 2009 ML091590021 (Formatted: Bullets and Numbering

,(.SECY-09-0075I

1
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Internal and External Safety Culture

Background Information

TABLE OF CONTENTS

INTERNAL SAFETY CULTURE

Tab Document Date IssuedlRevised Reference Number

17. SRM-M090903, Meeting with Organization of September 29. 2009 ML092720154 .....-- Formatted: Bullets and Numbering

Agreement States (OAS) and Conference of Radiation
Control Program Directors (CRCPD)

18. SRM-SECY-02-0166, Policy Options and March 26, 2003 ML030850783 ... - . Formatted: Bullets and Numbering
Recommendatiosn for Revising the NRC's Process for
Handling Discrimination Issues

19. NRC Regulatory Information Summary 2005-018, August 25, 2005 ML052220239 .- - Formatted: Bullets and Numbering

Guidance for Establishing and Maintaining a Safety
Conscious Work Environment

20.1 FSME-09-095, A Draft Safety Culture Policy Statement November 25, 2009 ML093240388 * - - j Formatted: Bullets and Numbering ]
and Notice of U.S. Nuclear Re-gulatory Commission
Workshoos
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SAFETY CULTURE TABLE OF CONTENTS

Tab Document Date Issued/Revised Reference Number

INTERNAL SAFETY CULTURE

1 Report of the Task Force on Internal Safety Culture (Executive April 2009 ML090990117
Summary)

2 2009 NRC OIG Safety Culture and Climate Survey: Evaluation Report September 30, 2009 ML092740009

3 EDO Memorandum: Action Plans for the 2009 OIG Safety Culture and December 17, 2009 ML093490485
Climate Survey Results

4 OE Memorandum: Additional Guidance for Development of Office January 22, 2010 ML100191770
Safety Culture Action Plans

5 Internal Safety Culture Update January 26, 2010 ML0933401244

6 Offices' Safety Culture Action Plans (Summary) TBD TBD

EXTERNAL SAFETY CULTURE

7 Staff Requirements Memorandum-COMBJ-08-0001 -A Commission February 25, 2008 ML080560476
Policy Statement on Safety Culture

8 Safety Culture Policy Statement Development: Public Meeting and January 27, 2009 ML090260709
Request for Public Comments

9 Safety Culture Policy Statement (SECY-09-0075) (All Enclosures) May 18, 2009 ML091130068

10 Staff Requirements-SECY-09-0075-Safety Culture Policy Statement October 16, 2009 ML092920099

11 Draft Safety Culture Policy Statement: Request for Public Comments October 30, 2009 ML093030375
(FRN Issued November 6, 2009)

12 NRC's Safety Culture Summary (1 Pg Summary for NRC and OAS November 20, 2009 ML093270327
Outreach Efforts)

13 Development of NRC's Safety Culture Policy: Public Workshops; December 9, 2009 ML093230342
Request for Nomination of Participants in Round Table Discussions
and Stakeholder Participation (FRN Issued December 15, 2009)

14 Summary of the February 2-4, 2010, Public Meeting Between the U.S. TBD TBD
Nuclear Regulatory Commission and Stakeholders Regarding Safety
Culture Policy Statement, Definition and Description/Traits

15 Draft Summary of Public Comments regarding the Draft Safety Culture TBD TBD
Policy Statement in the Federal Register Notice, 74 FR 57525

16 Sample Safety Culture Definition/Traits: NRC (Draft), INPO, etc. TBD TBD

17 Draft Safety Culture Definition and Traits Developed from the Safety TBD TBD
I Culture Workshop February 2-4, 2010 1
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2009 NRC OIG Safety Culture & Climate Survey
Post-Survey Actions

Overview
The 2009 NRC Office of Inspector General (OIG) Safety Culture & Climate Survey was
conducted May 4-22, 2009, and 87% of staff participated in the survey. The agency is taking a
number of actions involving the survey results in order to maintain strengths and improve areas
of weakness. These actions include:
* creating and implementing action plans based on survey results;
* focusing agency senior leadership on follow-up initiatives;
" conducting targeted focus groups to fully understand trends and issues identified by survey

data; and
" conducting a debrief with representatives from ISR, the contractor who performed the

survey, to discuss the survey and follow-up actions.

Action Plans
In October 2009, ISR, the contractor who performed the 2009 OIG Safety Culture and Climate
Survey, hosted "Results to Action Workshops" to assist the Offices and Regions in analyzing the
results of the survey and translating them into actions. Nineteen action plans were received by
OEDO (ACRS, ADM, CSO, FSME, HR, NMSS, NRO, NRR, NSIR, OGC, OE, 01, OIP, OIS,
RES, RI, RII, Rill and RIV). These plans are considered living documents, with revisions
occurring based on implementation and focus groups' insight.

The following table provides the occurrence of various key areas in the office action plans:

Action Plan Key Area Occurrence in Office
Action Plans

Training and Development 10
Open, Collaborative Working Environment 9
Performance Management 7
Supervision 6
Organizational Change 6
Communication 6
Management Leadership 5
Workload and Support 4
Diversity* 3
Quality Focus 3
Working Relationships* 2
Empowerment 2
Knowledge Management* 2
Engagement 1
NRC Mission & Strategic Plan 1
Staying Connected* 1
Expressing Differing Views and Addressing
Employees Fear of Making Mistakes* 1

* key area from action plan that was not a category of the survey

Example actions for the top eight key areas are provided below.
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Training and Development
* CSO: promote cross-training within office
* OGC: revive their Professional Development Committee whose purpose is to plan training,

programs and seminars for staff.
" OIP: develop branch qualification plans
* Region II: review process for considering training requests

Open, Collaborative Working Environment (OCWE)
* Several offices: create a suggestion box and/or conduct focus group sessions focusing on

OCWE.
" NRO and NRR: invite OE to a seminar on the Differing Views Program
* OIS: conduct Quarterly "brown bag" lunches with the office director and monthly meetings

with the office director and branch chiefs to promote discussions on OIS's commitment to
customer service and how they support the agency mission.

* Region II: review processes which would benefit from increased collaboration

Performance Mana-gement
* Several offices: include in performance appraisal and mid-year's discussions why and how

to create Individual Development Plans
* OE: Develop a tool to facilitate supervisor/staff discussion on performance throughout the

year including developmental opportunities and training
" Region IV: seek staff input on ways to improve in this area

Supervision
* NSIR: focus on maintaining the strengths the survey showed for NSIR in this area
" Region I1: conduct 360 assessments of all managers and supervisors and support

supplemental training needs resulting from the 360 assessments

Or-ganizational Change
* NRO: develop a management tool for Branch Chief rotations to facilitate continuity in the

leadership and direction of the branch.
* Region II: develop and pilot use of a Branch Chief turnover list

Communication
* Several offices: improve upon the information provided through their office websites to better

inform staff.
* OE: clarify expectations for branch and staff meetings
* 01: routine conference calls between supervisors and investigation staff
* Region If: improve communication of management changes using Region 11 staff meetings

and newsletter

Management Leadership
* NRR: Implement revision to NRR Office Instruction LIC-504 (Integrated Risk-Informed

Decision-Making Process for Emergent Issues) to facilitate decision-making documentation
* NSIR: develop approach to better prioritize work and report on results

Workload and Support
* NMSS plans to: Review organizational structure and resources to enhance effectiveness

and efficiency to accomplish the mission while ensuring flexibility to prepare for the future

2



and respond to change. Enhance availability of resources, revise workload and processes
to align with resources, and enhance employee awareness of NMSS and NRC alignment
efforts.
OE: clarify roles and responsibilities

Additionally, offices were asked to incorporate into their action plans the "Diversity and Follow-
Up Actions" they were previously asked to create by the Office of Small Business and Civil
Rights (SBCR). By including these diversity and inclusion measures, they met performance
measure CS-SBCR-04 which was referenced in Jim Dyer's November 12, 2009 memorandum,
"FY2010 NRC Corporate Support Measures." These diversity and inclusion actions were woven
through most of the office's action plans and are being examined by SBCR.

Agency Senior Leadership Initiatives
The focus of the Fall 2009 Senior Leadership Meeting (SLM) was internal safety culture,
including how to move forward with the survey results. Agency senior management agreed to
concurrently develop office action plans while working on agency-wide actions, including:
* Focusing on our OCWE communications and programs, and identifying and implementing

more effective tools for communicating with all employees on OCWE, as well as
emphasizing their connection to the mission, including corporate and support offices;

* Emphasizing our Knowledge Management strategies related to capturing the knowledge of
retiring employees and others moving around the agency;

" Highlighting "staying connected" for those offices remotely located at HQ;
* Looking for ways to enhance internal communication mechanisms; and
* Identifying and implementing more effective tools for communicating expectations from

management, for giving more timely feedback on performance and for communicating
rationale for agency wide decisions.

Agency-wide Focus Groups/Office-Specific Discussions
In addition, the Office of Enforcement (OE) has contracted with The Media Network, an
experienced focus group consultant, to conduct agency-wide focus groups. The purpose of
these groups is to fully understand trends and issues identified by survey data which the
agency's Internal Safety Culture Task Force did not identify or include in the scope of its
activities (SECY-09-0068, "Report of the Task Force on Internal Safety Culture," dated April 27,
2009). The focus groups will consist of a diverse mix of Headquarters and Regional staff by
grade, tenure, office, and position title. A total of twenty groups will be conducted: twelve at
Headquarters and two at each of the four regional offices. They are being conducted in the
March/April timeframe with final results provided in June. This additional perspective will then
be used to inform development of appropriate effective actions. Furthermore, OE is exploring
the possibility of conducting office-specific facilitated discussions later this spring as a means for
offices to gather information on the issues most directly affecting their staff.

Debrief with OIG Survey Contractor, ISR
ISR intends to return in May to meet with a group of staff and management to discuss:
" Problems staff encountered with reading, understanding and prioritizing results after the

Results to Action sessions;
* Issues in conducting data analysis within the survey results;
* Experiences in communicating results to leadership;

3



" Resulting actions taken in response to identified issues; and
" Strengths and opportunities for improvement for the post survey process and

recommendations for any changes.

Lessons Learned
While the agency is continues to analyze and act on the survey results, a few lessons have
already been learned.

* Although guidance on action plan content and format was provided to the offices, the
resulting action plans contain a wide spectrum of depth and detail. Additionally, the plans
received review/approval by different levels of office management. More guidance on
creating action plans should be provided to offices following future surveys. On a positive
note, many offices included language in their plans noting the need to periodically (e.g.,
quarterly, end of each FY) reflect on and assess actions to date to determine if action plan
adjustments are needed.

" Although the intent was for all offices to create action plans, in some cases, the survey
results of a few smaller offices had to be combined to ensure anonymity. Since these
offices did not receive office-specific results on which to base actions, a few of these offices
decided to not create an action plan; instead, they plan to tap into agency-wide efforts to
improve.

" Consider having a shorter timeframe between the OIG workshop and action plan creation
(currently, five months) in order to show staff that the agency is acting on results while the
training and survey are still fresh in their minds.

After reviewing the utility of this year's focus groups, consider the best time to conduct them
in the future with the goals of gaining insight, keeping the data current (i.e., the survey data
is now nearly a year old), providing a mechanism to remind staff of survey and actions, and
helping the office and agency to keep their plans current.

Conclusion
The agency is taking a number of actions involving the results of the 2009 OIG Safety Culture
and Climate Survey in order to maintain strengths and improve areas of weakness. These
actions will be on-going to ensure that actions do not lose momentum between now and the
next survey.
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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
* 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)
* 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

1/21/10
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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



2009 NRC OIG SAFETY CULTURE AND CLIMATE SURVEY OFFICE ACTION PLAN

FOR THE OFFICE OF ENFORCEMENT

PURPOSE: This plan was developed to respond to the OIG Safety Culture and Climate Survey data. OE plans to leverage results
from the survey, a facilitated discussion with the staff, and insight from agency focus groups in order to maintain our strengths and
improve areas of weakness. This plan is intended to be a "living document" and may be revised as necessary to respond to future
challenges.

KEY SUMMARY AREA FOR IMPROVEMENT: 1. Supervision/Management

SUMMARY OF SURVEY RESULTS: The 2009 OIG Safety Culture and Climate Survey results offered opportunities for
improvement in management leadership, supervision, and engagement. OE had lower favQrable scores on questions regarding
management of work unit, supervisor's ability to manage people well, and the supervisor's ability to build teamwork.

ObjectivelMilestone: To gain feedback on improving supervision and management.

Targeted Start Targeted End Actual Responsibility Resources Status/Remarks
Action Steps: Date Date Completion Assigned to Needed

Date
Supervisors/Management gain January 2010 February 2010 February 17, Deputy Staff meeting held on
feedback on currency of survey 2010 Director 1/12/2010.
data through staff meeting followed
by facilitated discussion with staff Facilitated discussion with

staff on 2/17/10.

Purpose of meetings: To
Complete, validate and
updated results from survey

Minutes of the meetings
were shared with staff on
3/1/2010

Share with staff gained feedback on February 2010 March 2010 March 8, Deputy E-mailed action plan to staff
OE Action Plan 2010 Director for comments (3/8/2010)

Review insights gained from Summer 2010 August- 24Q Safety Culture (SCPM) to ID lessons
agency-wide focus groups and Program learned and share with staff
implement applicable lessons- OGtebeF-O4O Manager
learned to OE. Examples: (SCPM)/ Final report from focus

May 2011 OE Safety groups is expected by the
Knowledge management Culture contact end of August 2010.

Updated: February 10, 2011 1



*Diversity issues
Report was issued. SCPM
will take a look and see what
lessons learned OE can take
away from the report.

ObjectivelMilestone: To gain feedback on improving supervision and management.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status/Remarks

Date Date Completion Assigned to Needed
Date

1) Clarify roles and responsibilities March 2010 A11-24 1st line la) Developed greater
and accountability for staff and supervisors/ specificity on staff roles for
supervisors May 20--•- Deputy Safety culture positions.

Director (Safety Culture group has
2) Identify primary and secondary,' ,y ,20W0 been given direction to go
responsibilities of Director and and try to get consensus of
Deputy Director .eteRmbeI-•020, how those in safety culture

feel with the defined roles
March 2011 and positions.

1b) Developed and updated
chart of roles and
responsibilities of staff
(document used by Belkys
and Roy when they first
started at OE)

2)OD & DOE Roles and
Responsibilities have been
shared verbally and a
document will be developed
and shared with staff.

Quarterly discussion with staff on March 2010 End of 3 rd qtr Deputy All-Hands meeting
status of the action plan FY2010 June 9, 2010 Director tentatively scheduled for

June 9 @ 9:30
Quarterly discussion with staff on Septe=be
status of the action plan 201-0 April 2011 (will

depend on
pending items'

resolutions)

Updated: February 10, 2011 2



Diversity and Inclusion
measurement (CS-SBCR-04)
Question: My supervisor
effectively works with people who
are of different gender, racial/ethnic
background or lifestyle.

Question: Employees are treated
with respect at the NRC, regardless
of their job

Action Steps: Engage SBCR to
promote agency EEO and diversity
management efforts through focus
group and individual staff
discussions

March 2010 End of 3rd qtr
FY2010

Training
Coordinator/

Deputy
Director

Waiting on
B. Williams

and/or
Patricia

Adelstein

P. Nibert and M. Schwartz
met with B. Williams on
5/11/2010 to discuss
developing a Diversity
Assessment Plan that will be
tailored to OE

Refresher EEO course for
managers scheduled for
7/22/2010. Cancelled, will be
rescheduled

Some management attended
EEO training (non-refresher)
in 2010.

Contact SBCR to see if they
have anyone that could
come to OE and have a ½1
day (or lunch seminar).

Develop and update OE's plan for October 2010 Deputy Have been updating the
FY11 Director/ living document. The official

P. Nibert FY11 plan will be updated
after 2010 retreat.

Has been updated. 2/2011
Develop and update OE's plan for October 2011 Deputy
FY12 Director/

P. Nibert

Updated: February 10, 2011 3



KEY SUMMARY AREA FOR IMPROVEMENT: 2. Performance Management

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey indicated a belief by the OE staff that the
performance review process needs to be improved by indicating strengths and weaknesses of the staff, helping to create an IDP, and
identifying training and development needs.

Objective/Milestone: To determine ways to strengthen OE's performance management practices

Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status
Date Date Completion Assigned to Needed

Date
1) Make Office Director March 2010 Oct. 30, 2010 First Line Human 1) Completed in April 2010
expectations clear to supervisors Supervisors Resources

Ongoing 2) E-mail from Director to
2) Develop a tool to facilitate process staff (5/10) requesting
supervisor/staff discussion on voluntary response on
performance throughout the year effectiveness of tool used at
including developmental mid-year reviews.
opportunities and training. Responses received

demonstrated a positive
effect.

Planned approach to be developed First Line Planned approach to be
to Update Position Descriptions Supervisors/ developed by Management

March 2010 0oeoo.h 2010- Managers Analyst

April 2011 Patty has submitted to Dave
for revision

Has been reviewed. Patty
will contact HR about
contracting.

Offer seminars for supervisors and March 2010 Training Human E-mail to staff with 3 or 4
staff on promoting effective Oct. 201-0 Coordinator/ Resources courses being offered. Staff
performance management Deputy to rank in order of
practices March 2011 Director preference.

Patty and Noble have
informed Roy.

Get staff to rank the options.

Updated: February 10, 2011 4



Training for supervisors on how to
conduct effective performance
reviews

March 2010 Oct.2010
Sept. 2010

Still on
going

Training
Coordinator/

Deputy
Director

Human
Resources

E-mail to staff with 3 or 4
courses being offered. Staff °
to rank in order of
preference.

Patty and Noble have

informed Roy.

Get staff to rank the options

A seminar on effective
performance management
took place in Sept. 2010,
and management attended.

Offer seminar to staff and March 2010 Q-t. 20!-0 Training Human E-mail to staff with 3 or 4
supervisors on the IDP process Coordinator/ Resources courses being offered. Staff

April 2011 Deputy to rank in order of
Director preference.

Patty and Noble have
informed Roy.

Get staff to rank the options
Have a team building Retreat for September
staff and supervisors 2010 September

2010
Review approach to giving awards March 2010 October 2010 Director/ E-mail from Director to staff
and discuss proposed changes Deputy requesting input on

Director approach

Got feedback and moved
forward.

Quarterly discussion with staff on March 2010 End of 3 rd qtr June 9, Deputy Next discussion with staff
status of the action plan FY2010 2010 Director would be April 2011 (will

depend on pending items'
April 2011 resolutions)

Updated: February 10, 2011 5



ObjectivelMilestone: To determine ways to strengthen OE's performance management practices.
Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status

Date Date Completion Assigned to Needed
Date

Diversity and Inclusion March 2010 End of FY 2010 Training SBCR Invite DEDO to speak at a
measurement (CS-SBCR-04): Coordinator/ staff meeting topics to

Deputy include career advancement
The NRC is doing a good job of: Director at the NRC.
Developing its people to their full
potential. Waited for Mike Weber; will

contact his TA soon.
Action steps: Conduct
informative sessions on the Mike Weber visited the OE
mentoring program, career and spent some time with
planning, and developmental staff ( date?)
opportunities available in the
agency. NRC offered a careerfair in

which OE participated
Develop and update OE's plan for October 2010 Deputy
FY11 Director
Develop and update OE's plan for October 2011 Deputy
FY12 Director

Updated: February 10, 2011 6



KEY SUMMARY AREA FOR IMPROVEMENT: 3. Communication

SUMMARY OF SURVEY RESULTS: The results of the Safety Culture and Climate Survey and the OE facilitated meeting indicate
the staff believes communication within the Branches and with the Front Office can be enhanced. The staff is not satisfied with the
information they are receiving from supervisors and management.

Objective/Milestone: To enhance communication vehicles between staff and supervisors/managers.

Action Steps: Targeted Start Targeted End Actual Responsibility Resources Status
Date Date Completion Assigned to Needed

Date
Provide a suggestion box to staff January 2010 February 2010 Deputy Completed - Suggestion

February Director Box is located by the
2010 Scanner

Occasionally being used
Provide a anonymous feedback January 2010 February 2010 Deputy Completed -Anonymous
form on OE Website February Director feedback form located:

2010 http://www.internal.nrc..qov/O
E/feedback/index. html

Occasionally being used
Improve vertical and horizontal March 2010 First line
communications with regular March supervisors/ Completed - Branch
scheduled Branch meetings 2010 Deputy meetings are scheduled and

Director are on OE resource
calendar.

Expectations expressed
about summarizing Monday
meeting's outcomes at
branch meetings on June 9,
2010

Have a dialogue with staff on e- March 2010 Deputy Monday morning topic with
mail communication effectiveness June 9, Director handout.

2010 Copies were handed to staff
on June 9, 2010

Clarify use and expectations of March 2010 Deputy
branch and staff meetings Director
Quarterly discussion with staff on March 2010 End of 3rd qtr June 9, Deputy
status of the action plan I FY2010 2010 Director

Updated: February 10, 2011 7
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October 29, 2009

Office of Enforcement



U

Welcome!

Cynthia Carpenter

Director

Office of Enforcement



About the Seminar Series

" Led by OE

- Knowledge transfer

m Range of diverse topics on safety culture

" Open to all staff and managers

" Voluntary



Conduct of the Seminars

" Presentation given by agency experts/leads
in topic area

* Approximately every 1-2 months

* 2 hour sessions

* Webinar for remote participation

" Videotaped



Preview of Upcoming Topics
" History of NRC's activities in organizational and

safety culture areas (December 2009)

" Safety conscious work environment

- Safety culture assessments
o Process and purpose

rz Assessment techniques
" Survey
" Focus group

n Behavioral observation

" Document review

" Other techniques



Preview of Upcoming Topics
* Overview of agency safety culture activities

o Safety Culture Policy Statement and common
terminology effort

o Reactor Oversight Process
o Fuel cycle facilities
o New construction
o Safety/security interface
oi Relevant enforcement cases
oi Internal safety culture activities

* Safety culture inspection activities
o Sharing of experiences and insights from the field by

knowledgeable inspectors/staff
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Questions? Comments? Suggestions?

June Cai
Senior Safety Culture Program Manager

Office of Enforcement

301-415-5192

june.cai@nrc.gov



Internal Safety Culture

March 30, 2010

Laura Gerke, Acting Senior
Safety Culture Program

Manager, OE



Internal Safety Culture

* Update on actions to implement
the Internal Safety Culture Task
Force Recommendations

* Analysis and actions based on
OIG's Safety Culture and Climate
Survey
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Update on Task Force
Recommendations

1. Incorporate safety culture into
strategic plan

2. Train on internal safety culture
expectations and behaviors

3. Assess and improve issue-
resolution processes

5



Update on Task Force
Recommendations, Cont'd

4. Establish expectations and
accountability for maintaining
internal policies and procedures

5. Create the Safety Culture
Program Manager position

6



Safety Culture and Climate
Survey: Analysis

* Analysis of survey results

" Review of Task Force results
relative to survey responses

" Agency-wide focus groups

" Office-specific facilitated
discussions

7



Safety Culture and
Climate Survey: Actions

• Agency-wide actions
- Communication, staying connected,

knowledge management
- Open, Collaborative Work

Environment

o Office-specific action plans

8



Next Steps

" Align with Safety Culture Policy
Statement

" Facilitate agency-wide and inter-
agency Safety Culture contacts

" Continue to:
- Implement Task Force

recommendations

- Address survey results

9
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External Safety Culture

March 30, 2010

Dave Solorio, Chief,
Concerns Resolution Branch, OE



External Safety Culture

" New Issues on Draft Policy
Statement

" Efforts on Common Definition and
Traits

" Increase attention in material
area

11



Commission Direction

February 2008 SRM
- Increase SC attention in the

materials area
- Reach out to all types of licensees

and certificate holders
- Consider any unique aspects of
security

12
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Commission Direction, Cont'd

October 2009 SRM
- Publish draft policy.
- Consider including vendors and

suppliers
- Engage stakeholders
- Comport NRC terminology, if possible

13
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Stakeholder Engagement

* Draft SC Policy Statement and
FRN notices

* February workshop and other
public meetings

* External SC website

* Material users - specific outreach

14



Draft Policy Statement

" Issued FRN November 2009
" Extended 90 day comment period

" Received public comments:
- Policy Statement vs. Regulation
- Policy Statement at high level
- Implementation concerns

15



Draft Policy Statement

• Public Comments - cont'd
- Prefer single definition for all

licensees; differences in traits
- Support for NRC draft definition
- Support for workshop definition
- Few wanted "security" in definition

16



February Workshop

" Workshop structured to promote
interaction

" External stakeholder involvement
- Workshop planning committee
- Representatives from various forums

(i.e., Tribal, reactor, medical, public,
industrial, vendors, fuel cycle)

" Panel members aligned on SC
definition and high level traits

17



Workshop Definition

Nuclear safety culture is the core
values and behaviors resulting
from a collective commitment by
leaders and individuals to
emphasize safety over competing
goals to ensure protection of
people and the environment.

18



High Level Trait Categories

* Problem Resolution and Metrics

* Personal Responsibilities and
Attitudes

* Processes and Procedures

• Continuous Learning

19



High Level Trait Categories,
Cont'd

" Leadership Safety Behaviors

" Effective Safety Communication

* Encouraging Report of Problems -

SCWE

* Respectful Work Environment

20



INTERNAL SAFETY
CULTURE

March 30, 2010
Laura Gerke, Office of

Enforcement

\y / 1



Internal Safety Culture

" Update on Actions to Implement
the Internal Safety Culture Task
Force Recommendations

" Analysis and Actions Based on
Office of the Inspector General's
Safety Culture and Climate Survey

4/08 SRM: Response formed Task Force, increase awareness of safety culture
internally, identify initiatives to improve

following 5/09 briefing, SRM M090527B 6/09: while implementing
recommendations, communicate expectations clearly, reinforce mission,
balance quality and timeliness

2/09 SRM to COMSECY-09-001, ISCTF Interface with Survey-review Report
from perspective of OIG survey results

SECY-10-0009: Internal Safety Culture Update 1/10
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Update on Task Force
Recommendations

1. Incorporate safety culture into
strategic plan

2. Train on internal safety culture
expectations and behaviors

3. Assess and improve issue-
resolution processes

Strategic Plan: participating in Strategic Plan Work Group for FY11-15
Strategic Plan

part of Organizational Excellence Outcome; measure: Survey; strategies:
OCWE and recommendation implementation, indicators, Hum Cap Survey, IT
survey, Staff Reconsolidation.

Training: Specl focus on new employees and first line supervisors.
Culture and Values Management, to be part of Leaders' Academy; Onboarding;
Safely Speaking/OCWE; Interpersonal Skills

Issue Resolution Processes: April report.. Differing Views, Regions'Ask
Mgmnt, CAP, Employee Suggestion, Allegations, ROP Feedback Program

3



Update on Task Force
Recommendations, Cont'd

4. Establish expectations and
accountability for maintaining
Internal policies and procedures

5. Create the Safety Culture
Program Manager position

4

Agency level: Standard Review Plans and Regulatory Guides, now: office-
level such as instructions & desk guides

Performance Improvement Steering Group: include measure in FY11
Operating Plan: Conduct census and assessment of office level and lower
procedures to identify their continuing utility and need for updating to maintain
their accuracy and quality.

4



Safety Culture and
Climate Survey: Analysis

" Analysis of Survey results

* Review of Task Force results
relative to survey responses

" Agency-wide focus groups

" Office-specific facilitated
discussions

Used a variety of analysis tools, results of which feed into agency and office
actions

87%; statis signif improvement 16 of 17 categ, did just as well in remaining
categ, Org Change

Generally supported TF results, but:

held to same standard of Ethical behavior

future nuc industry; computer systems support;

General subgroup trends-Iless favorable responses from Administratie/support
functions, corporate support offices; grades

Comm effectiveness; multiple HQ

Office discussions: need to understand results for the organization for

which I can exert the most influence

Ellis: "arrogance of excellence". Excellence can lead to complacency

5



Safety Culture and
Climate Survey: Actions

* Agency-wide Actions
- Communication, staying

connected, knowledge
management

-Open, Collaborative Work
Environment

* Office-specific action plans

Communication: listening sessions; possibility of video EDO messages;
Leaders Academy superv training on feedback

Staying Connected: Enhanced use of and support for collaborative tools
across the agency (virtual mtgs, COPs); consolidation

KM: KM Fair; Enhance Knowledge Center website; KM Video; renewed
emphasis mentoring program

OCWE: Manner in which we approach our work, "grasswork initiatives from
staff," Fosters trust, respect, open communication; includes all staff;
encourages collaborative problem solving; why improves agency's decsion-
making capabilities; Strengthens administrative employees' awareness of their
link to the mission

Office Plans Focus: T&D, OCWE, Perf Mgmnt, Supervision, Comm Reflect

Examples: develop branch qual plans; create suggestion box; invite OE
present on DVP; creating IDPs, tool to help with discussion throughout the year;
identify what already doing well in area of supervision; 360 assessments;
improve offc websites; clarify mtg expectations

6



Next Steps

* Align with Safety Culture Policy
Statement

" Facilitate agency-wide and inter-
agency Safety Culture contacts

" Continue to:
-Implement Task Force

recommendations
-Address survey results

Cultivate contacts

Safety Culture Contacts developed from Action plan development
Only 5-month old program in agency, a work-in-progress, but

much progress to date and more planned as program matures

7



NRC Internal Safety Culture Activities

Explanation of Issue

The NRC has a longstanding history of promoting a positive safety culture to ensure the agency
achieves its mission. The agency has recently undertaken additional initiatives to focus on
continuous improvement of our internal safety culture.

In 2008, in response to Commission direction in SRM-M080317B to identify potential
improvements that could improve NRC's internal safety culture, the staff established the Internal
Safety Culture Task Force from October 2008 to May 2009. The Task Force found that overall,
NRC employees support the agency's mission and feel pride in their jobs, and that the agency
has many existing processes and practices that support a strong safety culture. Based on the
results from a range of data collection activities and the experience and knowledge of its
members, the Task Force developed a set of recommendations. These recommendations aim
to create effective and lasting improvements for supporting a strong safety culture throughout
the agency.

Separately, the NRC's Office of the Inspector General (OIG) conducts an independent Safety
Culture and Climate Survey every 3 years, with the last one in May 2009. Results which were
provided in September 2009 showed improvements in all but one of the survey categories from
the previous survey in 2005 and compared well against industry norms.

Status

Implementation of all the Task Force recommendations are completed or have been underway.
In fall 2009, the staff conducted an analysis of the Task Force findings against the OIG survey
results and found that the survey data generally support the task force results, but identified a
number of additional results and insights. Agency wide and office-specific actions are being
taken to address the areas for improvement identified in the survey. The staff is also taking a
number of continuous learning and improvement activities and initiatives, such as learning from
other industries and government agencies and conducting seminars and Webinars for staff
throughout the agency.

In addition, for the past several years, the agency has been emphasizing the importance of
establishing and maintaining an Open, Collaborative Work Environment (OCWE) that
encourages all employees and contractors to promptly speak up and share concerns and
differing views without fear of negative consequences. OCWE is a very important element of the
agency's internal safety culture.

As NRC's external safety culture activities evolve after publication of the final Safety Culture
Policy Statement, the staff will continue evaluate the internal safety culture activities and
initiatives and make enhancements and adjustments to ensure the agency remains proactive
and appropriately focused in this important area.

Relevant Additional Information

SECY 09-0068, "Report of the Task Force on Internal Safety Culture," April 29, 2009

SECY 10-0009, "Internal Safety Culture Update," January 26, 2010



Safety Culture and Climate Survey Questions 2009

1. Clarity of Responsibility

1. I have very clear idea of my job responsibilities.

19. My work unit is well organized

35. The prioritization of tasks in my work unit is clear.

2. NRC Management Leadership

2. NRC senior management provides a clear sense of direction.

18b. I have confidence in the decisions made by: The senior management team of the
NRC

20. The management style at the NRC encourages employees to give their best. (Key
driver)

36. Management of the Agency recognizes and respects the value of human
differences. (Key driver)

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

48b. In my judgment, the following are well managed: My division

48c. In my judgment, the following are well managed: My office/region

49d. In my judgment the following are well managed: The NRC as a whole.

80a. In your judgment, with all things considered, how good a job is office/region
management doing in handling the following: Stating objectives clearly

80b. In your judgment, with all things considered, how good a job is office/region
management doing in handling the following: Establishing priorities

80c. In your judgment, with all things considered, how good a job is office/region
management doing in handling the following: Making decisions promptly

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

3. Supervision

3. My supervisor effectively works with people who are of different gender, racial/ethnic
background, or lifestyle.

18a. I have confidence in the decisions made by: My supervisor.

21. My supervisor understands my work

37. My supervisor does a good job of building teamwork.

49a. My supervisor: Is available when needed

29b. My supervisor: Manages people well

49c. My supervisor: Communicates effectively

58. Regarding suggestions for change from employees, my supervisor is usually
receptive.

1



66. My supervisor adequately explains the resolution of differeing views that were
raised.

4. Working Relationships

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

22a. In my experience, there is good cooperation between: work units in my division

22b. In my experience, there is good cooperation bwteen: My division and other
divisions

22c. In my experience, there is good cooperation between: Headquarters and my
(the) regions(s)

38. The people I work with cooperate to get the job done.

5. Empowerment

5. I have sufficient authority to do my job well.

23. I believe higher management levels trust the judgment of employees at my level
in the organization.

39. Contrasting views are openly discussed in reaching decisions in my work unit.

50. I have the opportunity for input before changes are made which will affect my
work.

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

67a. The NRC has established a climate where Employees can challenge the
traditional ways of doing things.

67b. The NRC has established a climate where: Innovative ideas can fail without
penalty to the originating person or group

67c. The NRC has established a climate where; Employees can feel free to debate or
challenge mission-related decisions

73. This Agency has established a climate where the truth can be taken up the chain
of command without fear of reprisal.

6 Communication

6. Most of the time it is safe to speak up in the NRC.

24. I understand how the goals and objectives of my work unit fit into the NRC's
overall future direction.

40. The policies and decisions made by the Agency area adequately communicated
to NRC employees.
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51 a. I have a clear understanding of the goals and objectives of: My work unit.

51b. I have a clear understanding of the goals and objectives of: My division

51c. I have a clear understanding of the goals and objectives of: My office/region

51d. I have a clear understanding of the goals and objectives of: The NRC as a
whole.

60a. The following do an excellent job of keeping employees informed about matters
affecting the Agency: My supervisor.

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

68. Having multiple office locations in the Washington area inhibit effective
communication. (N)

74. The 'All-Staff-Meeting' are valuable.

88a. How effective are the following at enhancing internal communications:
NRC internal website?
88b. how effective are the following at enhancing internal communications: NRC
public website?

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

88d. How effective are the following at enhancing internal communications?: ADAMS

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

88f. How effective are the following at enhancing internal communications: NRC
Reporter

88g. How effective are the following at enhancing internal communications: NRC
Announcement

89. How satisfied are you with the information you receive from your office/region
management?

Category 7: Workload and Support

7. Priorities or work objectives are changed so frequently, I have trouble getting my

work done (N)

25. There is usually sufficient staff inmy work unit t ohande the workload

41. The information I need to do my job is readily available.

52. The amount of stress I experience in my job seriously reduces my effectiveness

61. I am often expected to do things that I do not feel sufficiently skilled to do.

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

75. Overall, the physical working conditions at my location are satisfactory (e.g.,
space to work, ventilation, and temperature)

77. I have the computer systems support I need to do my job effectively.
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88. I have a clear understanding of the NRC's safety culture.

Category 8: Training and Development

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

work I do.

26. I have sufficient knowledge of safety concepts to apply them in my job.

42. I believe that I have the opportunity for personal development and growth in this
organization.

53a. There are sufficient opportunities for me to receive: Training to improve my skills
in my current job.

53b. There are sufficient opportunities for me to receive: Cross-training to learn other
jobs

53c. There are sufficient opportunities for me to receive: Training to incrase my
eligibility for a better job.

62a. I think the NRC is doing a good job of: Recruiting the right people for its future
needs

62b. I think the NRC is doing a good job of: Developing its people to their full

potential (Key Driver)

Category 9: Performance Management

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

27. I understand how my performance on the job is evaluated.

43. I think my performance on the job is evaluated fairly.

79a. How do you rate your last performance review in terms of helping you to: Identify
your strengths and weakness

79b. How do you rate your last performance review in terms of helping you to:
Improve your job performance

79c. How do you rate your last performance review in terms of helping you to:
Identify your training needs

79d. How do you rate your last performance review in terms of helping you to: Create
your individual performance plan

Category 10: Job Satisfaction

10. I think the job I perform is considered important in the NRC
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28. My work gives me a sense of personal accomplishment.

Category 11: Engagement

11. The longer you work for the NRC, the more you feel a part of the Agency.

29. I would recommend the NRC as a good place to work.

44. I am proud to be associated with the NRC.

54. I believe strongly in the goals and objectives of this organization

63. I fully support the values for which this agency stands.

71. The NRC energizes me to go the extra mile.

84. At the present time, are you seriously considering leaving the NRC?

85. Are you seriously considering leaving the NRC because of your retirement?

Category 12: NRC Mission & Strategic Plan

12a. Regarding the NRC's mission, I believe: The mission is clear

12b. Regarding the NRC's mission, I believe; Management decisions are consistent
with the mission.

30a. I am sufficiently informed about NRC's: Plans

30b. I am sufficiently informed about NRC's: Performance of its mission

82. Regarding the NRC's strategic plan, I believe the plan helps me formulate my
budget.

81. I am involved in the budget formulation process.

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

31. NRC effectively communicates to the general public

45a. The NRC is highly regarding by the following stakeholders; Employees

45b. The NRC is highly regarding the by the following stakeholders: The general
public.

45c. The NRC is highly regarding by the following stakeholders: The nuclear industry
(technical societies, the international community)

55. My work area is a safe place to work.

86a. The following makes the NRC an attractive place to work: Flexible work
schedule

86b. The following makes the NRC an attractive place to work: (Job Content)
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86c. The following makes the NRC an attractive place to work: Focus on Training

and Development

86d. The following makes the NRC an attractive place to work: Job Security

86e. The following makes the NRC an attractive place to work: The NRC's mission

Category 14: Organizational Change

14a. I am frequently concerned about the following; The future of the nuclear industry

14b. I am frequently concerned about the following: Changes in office/region
management

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

87. Looking ahead to the next year or so, I think the NRC as a whole will:

Category 15: Continuous Improvement Commitment

15. I believe NRC's commitment to public safety is apparent in what we do on a day-

to-day basis.

32a. Employees are encouraged to communicate ideas to improve: Nuclear safety

32b. Employees are encouraged to communicate idea to improve; NRC

regulations/operations

32c. Employees are encouraged to communicate idea to improve; Nuclear security

46a. People in my work unit: Are encouraged to come up with innovative solutions to
work-related problems. (Key Driver)

46b. People in m work unit; continually try to improve our performance

56. The NRC has done an effective job of capturing the knowledge of retiring NRC

employees

64, I believe the NRC's commitment to our security mission is apparent in what we do
on a day-to-day basis. (Key Driver)

90. Over the last year, how has capturing the knowledge of retiring NRC employees
changed?

Category 16: Quality Focus

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
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33b. We too often sacrifice the quality of our work in order to: Satisfy a personal or
political need.

Category 17: OCWE

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 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.

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.

57a. From what I know or have heard, I think: The ODP is very 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 Program is
effective.

72. I think I would be willing to use the DPO program in appropriate circumstances.

76a. Regarding the Differing Professional opinions Program: It functions properly

76b. Regarding the Differing Professional Opinions Program: It has no negative
effect on career development at the NRC.

76c. Regarding the DPO: I think senior management supports it.

83a. During the past year, I have heard of someone who has expressed 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 experience a negative
reaction for having raised a mission-related differing view from: Senior Management.
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Development of the U.S. Nuclear Regulatory Commission's
Safety Culture Policy Statement'

*, Introduction

The importance of a positive safety culture has been demonstrated by a number of significant,
high-visibility events involving nuclear materials that have occurred. These events include the
1986 Chernobyl nuclear power plant accident in Russia, the 1999 criticality accident at the
Tokai-Mura fuel cycle facility in Japan, the 2002 reactor vessel head degradation at the Davis-
Besse nuclear power plant in the U.S., and the recent medical events at the Philadelphia VA
Hospital in the U.S. Weaknesses in safety culture were identified as root or contributing causes
in each of these events. These weaknesses included, for example, inadequate worker training
and qualification, non-adherence to procedures, and the existence of a complacency culture.
Such events are not limited to the nuclear arena. In the last few months, several non-nuclear
events have occurred and available information appears to indicate problems involving safety
culture, including the BP explosion in the Gulf, the Toyota scandal, the Massey coal mine
explosion in West Virginia, and locally, the incidents involving Metro.

There is significant NRC Commission interest surrounding safety culture. In a recent speech in

San Francisco, Chairman Jaczko said: "The NRC continually works to strengthen its rules,
update its guidance, and enhance its inspection and enforcement programs to meet the
agency's safety mission. But the regulator cannot be everywhere, and it cannot inspect
everything.. .There are no easy answers on how best to establish a strong safety culture. It
requires that the top management of an organization set the right priorities, that they have a

" strong commitment to establish the right type of work climate, and that employees at all levels of
the organization demonstrate an unwavering dedication to those priorities."2

Because it has found either weaknesses in safety culture or a deteriorating safety culture
appear to increase the likelihood of performance problems and increase the consequences of
those problems that do occur, the NRC considers safety culture in its oversight activities. At the
same time, the NRC has undertaken initiatives to improve its own safety culture in order to hold
itself to the same expectations that have been communicated externally. Both our external and
internal activities in this regard have a common foundation -- the programs and processes that
are in place to support the "how" in how work is done as well as the values including attitudes
and beliefs that are adopted by people and their organizations.

Policy Statement vs. Regulatory Requirement

Because the Commission is proceeding with a policy statement rather than a rulemaking, a
quick "primer" on the differences between a policy statement and a regulation seems in order.
The Commission may issue a policy statement when it wants to address internal NRC programs
or processes. The Commission may also use a policy statement to address other matters
relating to activities that are within NRC jurisdiction and of particular interest and importance to

1 The author would like to thank her colleagues for their assistance in the preparation of this paper, and in

particular, James R. Firth, Project Manager, Office of Federal and State Materials and Environmental
Management Programs, NRC, and Molly J. Keefe, Human Factors Specialist, Office of Nuclear Reactor
Regulation, NRC.
2 'Keeping Pace While Firmly Grounded," Prepared Remarks for The Honorable Gregory B. Jaczko,
Chairman, U.S. Nuclear Regulatory Commission at the Nuclear Energy Institute's Nuclear Energy
Assembly, San Francisco, CA, May 19, 2010.
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the Commission. They help to guide the activities of the NRC staff and can express the
Commission's expectations of others. The NRC's Enforcement Policy, for example, describes
the enforcement policy and procedures the agency intends to follow in initiating and reviewing
enforcement actions in response to violations of NRC requirements. The Introduction to the
Enforcement Policy notes that because it is "a policy statement and not a regulation, the
Commission may deviate from this statement of policy as appropriate under the circumstances
of a particular case."

Policy statements are not rules and are not accorded the status of a rule within the meaning of
the Administrative Procedures Act, the primary goal of which is to ensure that agencies observe
procedural due process (i.e., fairness), in conducting their regulatory and administrative affairs.
For example, Agreement States 3 which are responsible for overseeing materials licensees in the
Agreement States cannot be required to implement the elements of a policy statement because
such statements, unlike NRC regulations, are not a matter of compatibility. 4 Additionally, policy
statements cannot be considered binding upon, or enforceable against, NRC-or Agreement
State licensees and certificate holders.

Development of a Safety Culture Policy Statement

The development of the NRC's Safety Culture Policy Statement is an additional step in the
agency's efforts to increase attention to the importance of safety culture. A strong safety culture
is often described as one having a safety-first focus. Characteristics of a strong safety culture
have been described by various organizations as: valuing safety and security over other
competing goals; personal accountability; planning and controlling work activities so that safety
and security are maintained; conservative decision-making; maintaining a questioning attitude;
maintaining a work environment in which personnel feel free to raise safety and security
concerns without fear of retaliation; maintaining a continuous learning environment; and
problem identification and resolution.

On November 6, 2009, the NRC published a draft safety culture policy statement for public
comment which states that a strong safety culture is an essential element for individuals
performing or overseeing activities regulated by the NRC, and that the NRC will include
appropriate means to monitor safety culture in its oversight programs. The draft policy
statement addresses both the safe and the secure use of nuclear materials, noting that "safety
and security activities are closely intertwined, and it is critical that consideration of these
activities be integrated so as not to diminish or adversely affect either safety or security."

Background/Historical Information

1. Earlier NRC Policy Statements

3 Agreement States have entered into a § 274 Agreement with the NRC to assume regulatory
responsibility for certain byproduct materials, source materials, special nuclear materials not sufficient to
form a critical mass, and land disposal of byproduct, source, or special nuclear waste materials received
from other persons. Thirty-six states to date have signed such formal agreements with the NRC.
4 During the NRC rulemaking process, the compatibility category or identification of particular health and
safety significance of a proposed rule is contained in the rulemaking plan and coordinated with the
Agreement States which will be required to implement it based on the compatibility category of the final
NRC regulation.
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While the NRC has increased its attention to safety culture, the agency has long recognized the
importance of a strong safety culture. In 1989, in response to an incident at the Peach Bottom
Nuclear Power Plant involving operators sleeping in the control room, the NRC issued a policy
statement on the conduct of operations which describes the NRC's expectation that licensees
place appropriate emphasis on safety in the operations of nuclear power plants.5 The policy
statement places an emphasis on the personal dedication and accountability of all individuals
engaged in any activity which has a bearing on the safety of nuclear power plants. Additionally,
the policy statement underscores management's responsibility for fostering the development of
a safety culture at each facility and providing a professional working environment in the control
room, and throughout the facility, that assures safe operations. In 1996, following an incident at
the Millstone Nuclear Power Station in which workers were retaliated against for whistle-
blowing, made famous in Time Magazine, the Commission issued another policy statement. 6

The policy statement describes the NRC's expectation that NRC licensees establish a safety
conscious work environment for all employees in the nuclear industry including within the NRC.
A safety conscious work environment (SCWE) is described as an environment in which workers
feel free to raise safety concerns without fear of harassment, intimidation, retaliation or
discrimination. A safety conscious work environment is an important attribute of a positive
safety culture.

The creation and implementation of the reactor oversight process (ROP) in the 1990s
transformed the NRC inspection process from a deterministic approach to inspection and
enforcement, to one that is more performance based and risk informed. Today, the regulatory
framework for reactor oversight consists of 3 key strategic performance areas: reactor safety;
radiation safety; and, safeguards. Within each strategic performance area are cornerstones that
reflect the essential safety aspects of facility operation. These 7 cornerstones include: initiating
events; mitigating systems; barrier integrity; emergency preparedness; public radiation safety;
occupational radiation safety; and, physical protection. Satisfactory licensee perfor.mance in the
cornerstones provides reasonable assurance of safe facility operation, i.e., that the NRC safety
mission is being accomplished. To ensure that the objectives of each cornerstone are being
met, the NRC evaluates plant performance by analyzing inspection findings resulting from its
inspection program and performance indicators (Pis) reported by the licensee. Both Pis and
inspection findings are evaluated based on their safety significance. The ROP has 3 cross-
cutting areas - areas that "cut" through all of the cornerstones of nuclear safety, i.e., these 3
areas impact all areas of nuclear safety from radiation protection to emergency preparedness.
The cross-cutting issues are: SCWE; Problem Identification and Resolution; and Human
Performance. All of these are important elements of a strong safety culture.

2. Events of the New Millennium

The events of September 11, 2001, had a significant impact on the way the NRC approaches
regulation in the area of security. Following the attacks, the NRC issued orders to power plants
requiring heightened awareness of the important role that security plays and enhanced security
measures at licensed facilities. The addition of nuclear security to the safety culture policy
statement emphasizes the importance the NRC places on security in the current climate.

5 "Policy Statement on the Conduct Of Nuclear Power Plant Operations," 54 FR 3424, January 24, 1989.
6 "Freedom of Employees in the Nuclear Industry to Raise Safety Concerns Without Fear of Retaliation,"
61 FR 24336, May 14,1996,
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In 2002, a cavity caused by boric acid corrosion was discovered in the top of the reactor
pressure vessel7 at the Davis-Besse Nuclear Power Station during a routine refueling outage.
Upon discovery of this serious deterioration, the NRC required the licensee to determine the
underlying root causes of the problem. The licensee's evaluation revealed that indications of a
boric acid leak had been obvious for some time and identified that the root causes for the failure
to take appropriate corrective actions were an inadequate safety culture and an emphasis on
production over safety.

Subsequent to discovery of the degradation, the NRC reviewed NRC inspections and plant
assessment processes to determine whether sufficient measures were in place to identify and
appropriately disposition the types of problems experienced at Davis-Besse. The Commission
provided the following direction to the staff:

" Enhance the ROP treatment of cross-cutting areas to more fully address safety culture;
" Ensure inspectors are properly trained;
* Develop a process for determining the need for conducting safety culture evaluations of

plants in the Degraded Cornerstone Column of the ROP Action Matrix; 8 and,
• Ensure that modifications to the ROP are consistent with the following ROP

developmental principles, i.e., the changes would be transparent, understandable,
objective, predictable, and both risk-informed and performance-based.

There were also other influences that informed the NRC's decision to enhance the ROP in the
area of safety culture. One came from the General Accounting Office report that recommended
the NRC more fully inspect in the area of safety culture. At about the same time, a letter from
Senator Voinovich from Ohio was sent to the NRC expressing concerns about the NRC's
oversight role that contributed to the Davis-Besse reactor vessel event. Additionally, there were
other events in the nuclear industry in which safety culture or SCWE were identified as being
contributing causes. Finally, in 2003, the Columbia Shuttle broke-up upon re-entry and NASA's
investigation report cited organizational and management culture as a leading cause of the
shuttle's destruction and the ultimate loss of life.

Based on the direction from the Commission, the NRC formed the Safety Culture Working
Group with members from the Office of Nuclear Regulatory Research, the Office of Nuclear
Reactor Regulation, the Office of Nuclear Material Safety and Safeguards, the Office of
Enforcement, and a representative from each of the NRC's 4 regional offices. The working
group was tasked with the development of safety culture enhancements to the ROP.
Information on what comprises a positive safety culture was gathered through review of industry
and international documents and the experience of agency safety culture experts. The
information was then screened to ensure it was unambiguous, within NRC's regulatory purview,
could provide insights regarding safety culture through the existing inspection framework, and
was generally applicable to reactor licensees. In an effort to utilize language and titles that are
common with the industry, some of the NRC's safety culture components incorporated insights
and details from the Institute of Nuclear Power Operations (INPO)'s language descriptions in
this area, where appropriate.

The working group recommended adoption of the definition developed by International Nuclear
Safety Group (INSAG), an advisory group to the International Atomic Energy Agency (IAEA).

7 The reactor pressure vessel houses the core of the nuclear reactor.

8 The ROP's action matrix is the NRC's process for determining levels of oversight based on plant

performance.
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Staff held public meetings and solicited stakeholder feedback through public comment periods
and meeting feedback. The working group collected and analyzed information important to
safety culture. The identification and refinement of relevant information important to safety
culture resulted in the development of 13 safety culture components and aspects under the
existing cross-cutting areas and the supplemental inspection program. Several of the NRC's
inspection procedures were revised and additions were made to the inspector training program
on safety culture.

3. Commission Direction

In February 2008, the Commissioners issued SRM (COMGBJ-08-0001), "A Commission Policy
Statement on Safety Culture" The Commission's primary direction to the staff was (1) to expand
the Commission safety culture policy to address the unique aspects of security; and (2) to
ensure that the resulting policy would be applicable to all licensees and certificate holders.

Other questions that the Commission posed to the staff to consider were:

* Whether safety culture as applied to reactors needed to be strengthened;
* How to increase attention to safety culture in the materials area;
* How to most effectively use stakeholder involvement; and,
" Whether publishing the NRC's expectations for safety culture and security culture would

be best accomplished in one safety/security culture statement or in two separate
statements, one each for safety and security, while still considering the safety and
security interface.

The Draft Policy Statement

In response to Commission direction, in developing the draft safety culture policy statement,
NRC staff considered a wide variety of information sources, including NRC lessons learned,
domestic and international documents, organizational science literature, and other high
reliability industry approaches. The staff also sought input and feedback from a wide range of
stakeholders through presentations at stakeholder organization meetings, a Federal Register
notice, a public workshop, and teleconferences with the Organization of Agreement State
representatives and Conference for Radiation Control Program Directors.

In May 2009, the staff submitted its proposed draft safety culture policy statement, SECY 09-
0075, to the Commission. The draft policy statement contained the following key messages:

" The NRC, as a regulator, has an independent oversight role, for example, through
inspection and assessment processes.

" Licensees and certificate holders bear the primary responsibility for safely handling and
securing these materials; therefore, it is each licensee's and certificate holder's
responsibility to develop and maintain a positive safety culture in their organizations and
among individuals who are overseeing or performing regulated activities. In this respect:

o The draft policy statement addresses what is important in a positive safety
culture, but does not address how licensees should implement the NRC's
expectations of safety culture in their organization.

o NRC encourages proactive initiatives by industry in this area.
* The current process in the ROP of considering cross-cutting aspects of inspection

findings is effective because it offers insights into a licensee's safety culture and is
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consistent with the original tenets of the ROP, i.e., transparent, objective,
understandable, predictable, risk-informed, and performance based. Additionally, the
process continues to be refined in accordance with the existing ROP self-assessment
process.

* To further engage stakeholder interactions, the staff should include public meetings and
developing additional strategies to engage the Agreement states and materials
stakeholders.

* NRC's expectations addressing safety and security should be contained in one safety
culture policy statement within which safety and security functions should be accorded
equal significance.

* The draft policy statement should be published in the Federal Register for public
comment.

Different organizations, different regulatory bodies, and different industries have different
definitions of safety culture; however, there is great commonality in all of these definitions. In
the draft policy statement, the NRC adopted a modified INSAG definition of safety culture to
make it more applicable to all licensees and certificate holders (vs. focusing only on reactors)
and to acknowledge the importance of nuclear security in addition to nuclear safety. The NRC's
draft definition states: "Safety Culture is that assembly of characteristics, attitudes, and
behaviors in organizations and individuals which establishes that as an overriding priority,
nuclear safety and security issues receive the attention warranted by their significance."

The policy statement also included several draft characteristics that describe a positive safety
focus. They are: personnel demonstrate ownership for nuclear safety and security in their day-
to-day activities; processes for planning and controlling work ensure that individual contributors,
supervisors, and work groups communicate, coordinate, and execute their work in a manner
that supports safety and security; the organization maintains a safety conscious work
environment in which personnel feel free to raise safety and security concerns without fear of
retaliation; the organization ensures that issues potentially impacting safety or security are
promptly identified, fully evaluated, and promptly addressed and corrected commensurate with
their significance; the organization ensures that the personnel, equipment, tools, procedures,
and other resources needed to ensure safety and security are available; the organization's
decisions ensure that safety and security are maintained; roles, responsibilities, and authorities
for safety and security are clearly defined and reinforced; and the organization maintains a
continuous learning environment in which opportunities to improve safety and security are
sought out and implemented.

In October 2009, the Commission approved publication of the draft Safety Culture Policy
Statement in the Federal Register. In its SRM, the Commission provided additional direction to
the staff, including:

* The staff should publish the draft policy statement for comment for no less than 90 days,
based on the recognition that a substantial increment of this time will likely be used just
in building awareness of the draft statement and the opportunity for comment ;9

* The draft policy statement should continue to engage a broad range of stakeholders,
including the Agreement States and other organizations with an interest in nuclear
safety, to ensure the final policy statement presented to the Commission benefits from

The 90-day period was extended by almost a month to March 1st, to accommodate requests from
stakeholders to provide them with time after the public workshop held in early February 2010, to further
develop their comments.
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consideration of a spectrum of views and provides the necessary foundation for safety
culture applicable to the entire nuclear industry;

" The staff should consider incorporating suppliers and vendors of safety related
components into the Safety Culture Policy Statement; and,

" The staff should seek opportunities to comport NRC terminology, where possible, with
that of existing standards and references maintained by those that NRC regulates.

Additional Outreach - The February 2010 Public Workshop

As part of the staff's efforts to further engage all NRC-regulated entities, the NRC held a public
workshop in February 2010. The objectives of the workshop were (1) to develop a common
definition of safety culture and a common set of descriptions/traits of what constitutes a strong
safety culture, and (2) to solicit input on the draft policy statement that had been published in the
Federal Register.

The workshop was a collaborative effort - the panelists and other participants represented a
wide range of Agreement and non-Agreement State materials users, including reactor
licensees, fuel cycle licensees, certificate holders, both medical and industrial materials users, a
member of an Indian Tribe, and members of the public. The NRC and Organization of
Agreement States, as co-regulators, took a less active role during the workshop, allowing the
workshop panelists to reach alignment with input from other meeting attendees on a high level
definition of safety culture and to begin to develop a set of descriptions/traits. As important as
this was, of equal importance was the opportunity for the NRC staff to get a fuller understanding
of what is important to the various stakeholders as they endeavored to develop the definition
and descriptions/traits. Additionally, on the last day of the workshop, participants were able to
provide their comments on the published draft policy statement.

The workshop panelists developed the following definition of safety culture: Nuclear safety
culture is the core values and behaviors resulting from a collective commitment by leaders and
individuals to emphasize safety over competing goals to ensure protection of people and the
environment." Additionally, the panelists developed a set of traits that they believe are
significant to a strong safety culture. These are: the organization ensures that issues
potentially impacting safety or security are promptly identified, fully evaluated, and promptly
addressed and corrected commensurate with their significance; everyone is personally
responsible for nuclear safety; processes for planning and controlling work activities are
implemented such that safety is maintained; organizational learning is embraced; leaders
demonstrate commitment to safety; effective communication is essential to maintain focus on
safety; the organization maintains a safety conscious work environment in which personnel feel
free to raise concerns without fear of retaliation; and, trust and respect permeate the
organization. The traits developed during the workshop align closely with the characteristics the
NRC proposed in the draft policy statement.

The presentations that were made at the workshop, the workshop summary, and the products
from the workshop can be found on the NRC's Safety Culture webpage at:
http://www.nrc.qovlabout-nrc/requlatory/enforcementlsafety-culture.html

Next Steps

Based on the public comments received on the draft policy statement, the products from the
February 2010 workshop and the additional input from other stakeholder outreach efforts, as
well as consideration of the Commission guidance in the October 2009 SRM, the staff will
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develop a final draft policy statement and provide it to the Commission in March 2011. As part
of this effort, the staff is working on a final definition and set of traits, taking into consideration
both the definition and traits included in the draft policy statement and those developed at the
workshop. Once the Commission approves the final policy statement, its content will become
the basis for agency implementation activities. Each program area will evaluate how the policy
statement and the common definition and descriptions/traits should be addressed in their
oversight activities. In this regard, enhancements and/or modifications to NRC's oversight
programs may be needed. Because this is not a "one size fits all" undertaking, details will vary
depending on licensee type and environment. Examples of oversight programs include the
reactor oversight process (ROP), the revised fuel cycle oversight process, and for new reactors,
the construction inspection program. Additionally, the NRC will evaluate its internal safety
culture activities and initiatives to ensure alignment with the expectations articulated in the final
policy statement.
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Focus Group Agenda
Office of New Reactors: Technical Reviewers

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

o Working Relationships
o Organizational Change and Quality Focus
o Open Collaborative Work Environment

9:30a Welcome & Introductions (Glenn Tracy)
- Facilitator & Participant Introductions
- Focus Group Overview & Agenda

9:40 Temperature Check (two teams)
o Discuss and document the current environment in NRO:

- How would you characterize the work environment?
- Describe current working relationships. Peer-to-peer; staff-to-managers,

etc.
- What is your level of comfort raising issues and seeking resolution?
- Describe how changes in NRO are initiated?
- Is NRO doing the rights things? Headed in the right direction?

o Discuss your contribution and level of engagement:
- Do you feel your work contributes to NRO's mission?
- Do you feel you are producing high quality products?
- Do you feel you that NRO is producing high quality products?
- Do you have the tools and training to do your job?

10:35 Create a Plan of Action (two teams)
o Determine areas for improvement and actions to address NRO needs:

* Listen to the OEDO's LPP OCWE Speech
* What does OCWE mean to NRO?
* Brainstorm actions to help NRO fully realize OCWE.
* What can NRO do to improve organizational change? Quality focus?

Working relationships? Training and Development?

- Use wall charts to summarize actions

11:00 Discuss of Proposed Action Plans
- Large group discussion of proposed actions

11:30 Close



Focus Group Agenda
Office of New Reactors: Administrative and Corporate Support Professionals

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

o Organizational Change and Quality Focus
o Open Collaborative Work Environment

1:00p Welcome & Introductions (Glenn Tracy)
- Facilitator & Participant Introductions
- Focus Group Overview & Agenda

1:10 Temperature Check (two teams)
" Discuss and document the current environment in NRO:

- How would you characterize the work environment?
- How are you treated? How are Administrate and Corporate Support

professionals viewed by others in NRO? Outside NRO?
- What is your level of comfort raising issues and seeking resolution?
- Describe how changes in NRO are initiated?

o Discuss your contribution and level of engagement:
- Do you feel you are producing high quality products?
- Do you feel you that NRO is producing high quality products?
- Do you have the tools and training to do your job?

2:05 Create a Plan of Action (two teams)
o Determine areas for improvement and actions to address NRO needs:

* Listen to the OEDO's LPP OCWE Speech
* What does OCWE mean to NRO?
* Brainstorm actions to help NRO fully realize OCWE.
* What can NRO do to improve organizational change? Quality Focus?

- Use wall charts to summarize actions

2:35 Discuss of Proposed Action Plans
- Large group discussion of proposed actions

3:00 Close



STATEMENT OF WORK (SOW)

TITLE: SAFETY CULTURE FOCUS GROUPS

NRC PROJECT MANAGER: June Cai (301-415-5192)

BACKGROUND
The U.S. Nuclear Regulatory Commission (NRC) chartered the Internal Safety Culture
Task Force in October 2008 in response to Commission direction to "provide the
Commission with a report outlining potential initiatives that could improve the agency's
internal safety culture." This direction was related to the ongoing agency efforts to
improve the oversight and assessmenjt programs for addressing safety culture for
licensees.

The Task Force conducted a series of data collection activities, including focus groups,
interviews, internal and external benchmarking, and communications and outreach
efforts, to form the basis for its recommendations. Based on the results and insights
collected, as well as the views and experiences of its members, the Task Force
developed a set of recommendations for strengthening the NRC's internal safety culture.
NRC's Executive Director for Operations has approved implementation of all the Task
Force recommendations. The Task Force's full report can be access through NRC's
Agencywide Documents Access and Management System (ADAMS) using accession
number ML090990129 for the report and ML091100108 for the report appendices.

The Task Force's efforts were independent of the NRC Office of the Inspector General's
(OIG) recent Safety Culture and Climate Survey but provided a complementary means
to identify improvements. The OIG's survey is a safety culture assessment method that
takes a "snapshot" of employee perceptions approximately every 3 years to identify both
what is going well and what areas need improvement. The survey derives information
from the NRC workforce on its attitudes, perceptions, and beliefs about the work
environment at the agency. The agency has always taken actions to address the survey
results.

The OIG conducted the latest survey in May 2009, and results were released at the end
of September 2009 (the report can be found at: http://www.nrc.gov/reading-rm/doc-
collections/insp-gen/2009/oig-09-a-18.pdf). The NRC staff has committed to conducting
a review of the survey results against the Task Force results and recommendations.
Based on insights from this review, the staff will suggest additional actions or
modifications to the original Task Force recommendations, if appropriate, to the
Commission.

OBJECTIVE
The objective of this project is to obtain assistance for conducting focus groups with the
NRC workforce to:

1) Gather insight for supporting the review of the OIG 2009 Safety Culture and
Climate survey results against the Internal Safety Culture Task Force results and
recommendations; and
2) Follow up on office/group specific issues identified from the survey results
based on office interest.

The results from the focus groups will help inform the development of agency wide and
office level action plans to address the survey results.



TECHNICAL AND OTHER SPECIAL QUALIFICATIONS REQUIRED
The contractor shall provide the following key personnel:

1) A main focus group moderator who is skilled and qualified in:
a. Designing focus group composition to ensure optimal representation from key

demographic variables.
b. Developing a moderation guide with questions that are effectively worded to

elicit high quality focus group discussions.
c. Moderating focus groups with diverse personnel.
d. Conducting analyses and syntheses of the data and preparing a

comprehensive report.

2) In addition to the main moderator, the contractor shall provide an assistant who takes
notes during the focus groups, assists with logistics such as scheduling participants,
and helps with the report development.

It is the responsibility of the contractor to assign staff, employees, subcontractors, or
specialists who have the required background and experience to meet the objectives of
the work specified in this SOW. The NRC will rely on representations made by the
contractor concerning the qualifications of the personnel assigned to this project,
including assurance that all information contained in the proposal, including resumes, is
accurate and truthful.

The use of key personnel and any proposed change to key personnel on this contract is
subject to the NRC Project Manager's approval. This includes proposed use of principal
persons (i.e., key contributors) during the life of the contract. If any work would be
subcontracted or performed by consultants, the contractor shall obtain the NRC Project
Manager's written approval of the subcontractor or consultant prior to initiation of the
subcontract effort. Conflict of interest considerations shall apply to any subcontracted
effort.

WORK REQUIREMENTS AND SCHEDULE
The NRC Project Manager will conduct an initial review of the OIG survey results against
the Task Force results and recommendations. The NRC Project Manger will also reach
out to all the NRC offices and Regions to solicit level of interest in utilizing focus groups
to follow up on trends or issues of interest specific to their group.

Based on the results from these steps, the NRC Project Manager will give direction to
the contractor regarding the variables of interest for designing the composition of the
focus groups and issues to focus the moderation questions. The NRC Project manager
will also provide direction on how many total groups will be needed. The minimum
number would be 20, across the agency and including two groups at each of the four
NRC Regional offices. Additional groups of up to another 15 may be needed depending
on level of interest from the individual offices and Regions.

Based on the direction from the NRC Project Manager, the contractor shall perform the
following tasks:

1) Design the focus group composition to ensure adequate representation across
the key variables of interest.



2) Conduct the scheduling and setting up of the focus groups, including handling all
the logistical details. Because the groups will be conducted at NRC locations,
and the NRC Project Manager will assist with any internal logistical support
needed.

3) Develop the moderation guide with facilitation questions that are effectively
worded to elicit high quality focus group discussions.

4) Moderate and take notes during each of the focus groups.
5) Conduct analyses and syntheses of the data gathered in the focus groups and

prepare a comprehensive report with the results.

All these tasks should be conducted over a period of approximately 5-6 months. Any
changes in project duration should be discussed with the NRC Project Manager as soon
as possible.

LEVEL OF EFFORT
The level of effort for this project is estimated at 11 professional staff-weeks for 20
groups and 18 professional staff-weeks for 35 groups, over a 5-6 month period.
Changes to the level of effort should be discussed the NRC Project Manager as soon as
possible.

DELIVERABLES
A final report documenting the strategy, methodology, and results of all the focus groups
shall be submitted to the NRC Project Manager.

MEETINGS AND TRAVEL
The following travel is projected to be needed as part of the evaluation: a two-three day
trip to each of the four NRC Regional Offices (King of Prussia, PA; Atlanta, GA; Lisle, IL,
and Arlington, TX).

Additional travel shall be coordinated with the NRC Project Manager as the need for
such travel is identified.

NRC FURNISHED MATERIALS
The NRC will provide the necessary materials (e.g., Task Force report, survey results,
etc.) to facilitate successful completion of this project. The NRC Project Manager will
follow the agency guidance on providing any sensitive and/or non-publicly available
information to the contractor.


