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MESSAGE FROM THE CHAIRMAN

I am pleased to submit the 2023 Performance and Accountability
Report of the Federal Labor Relations Authority (FLRA).

The FLRA is an independent Federal agency created by Title VII of the
Civil Service Reform Act of 1978, also known as the Federal Service
Labor-Management Relations Statute (the Statute), 5 U.S.C. §§ 7101-
7135. The FLRA is a small agency with a large mission: overseeing
the labor-management relations for most Federal agencies. Thus, the
FLRA is the rare type of agency whose performance affects other
Federal agencies.

The FLRA’s governing statute requires the staffing of separate components including: an
Office of General Counsel (OGC), headed by a Presidentially-nominated, Senate-
confirmed (PAS) General Counsel who prosecutes claims of unfair labor practices (ULPs)
and oversees the elections of labor representatives (REP); an Authority component with
three PAS members who adjudicate cases; and the Federal Service Impasses Panel, which
swiftly resolves bargaining impasses in lieu of strikes.

A fully functioning FLRA results in cost savings throughout the Federal Government.
When it has sufficient staff, the FLRA reduces the time, money, and energy that agencies
and their employees spend in labor disputes—so more of those resources can be focused
on agency missions.

By resolving matters early, the FLRA saves taxpayers money in other ways. Many cases
have damages that include backpay (payments for the length of time a person is out of
work or working at reduced pay). The sooner those matters are adjudicated, the less
potential damages the Federal Government is liable for.

A clear example involves a recent settlement between the Bureau of Prisons and its union
regarding wage and hour violations affecting hundreds of employees. With the help of the
FLRA’s Collaboration and Alternative Dispute Resolution Office (CADRO) mediators, the
matter was resolved, resulting in payments to the affected workers. Backpay was a
significant element of damages in this case. Therefore, delays in processing the case—
including delays because of insufficient staff to prosecute or mediate the matter—would
have increased the amount the Bureau of Prisons—and ultimately the Federal
Government—would have had to pay.

FLRA dispute resolution methods also cost significantly less than litigation and often
help to avoid future complaints. When alternative dispute resolution techniques, such as
mediation, are used, the parties learn to communicate better with each other. This
means better relations between managers and employees, better morale among both,
greater employee engagement and productivity, and lower employee turnover.
Conversely, when the FLRA loses the ability to timely issue and process ULP complaints,
agencies and unions are more likely to bring their disputes to arbitration, which—
according to recent Federal Mediation and Conciliation Service statistics—can cost
approximately $6,000 per arbitration. The FLRA can resolve those disputes for a fraction




of that sum. Such benefits make the FLRA a cost-effective investment that ensures labor
peace among 2.1 million Federal employees.

With this in mind, the FLRA’s performance accountability report is that FLRA staff
continue to produce exceptional results in terms of quality, quantity, and timeliness of
their actions, despite serious institutional strains caused by understaffing and long-term
PAS vacancies. All FLRA components met or exceeded most or all of their annual
performance goals. OGC eliminated a backlog of pending ULP complaint
recommendations and continued its 2022 trend of reducing its pending caseload. Many of
these accomplishments were made possible by the effective use of ADR (often with success
rates of greater than 90%) at every stage of the FLRA’s processes. The FLRA also
increased its efforts to educate the federal labor-management relations community with
in-person, virtual, and on-demand video trainings on fresh topics. Finally, the FLRA took
several major steps on its regulatory front. The Authority updated its negotiability
regulations—the first substantive revisions in 25 years—and revised its procedural
regulations to allow for electronic service of Authority notices, orders, and decisions in
cases when parties request such service. Meanwhile, the Authority, in conjunction with
its Solicitor’s Office, formed an agency-wide task force to conduct a comprehensive review
of, and make recommendations regarding changes to, the FLRA’s procedural regulations.
The Solicitor’s Office further issued revised FOIA regulations that streamline the
agency’s processes for responding to FOIA requests.

The hard work, dedication, expertise, and sheer determination of the FLRA’s workforce in
securing these successes must not be diminished. But the FLRA’s successes cannot hide
the fact that the FLRA is losing ground. Trends in the FLRA’s OGC and the Authority

components show how and why this is so.

Although OGC met or substantially met most of its timeliness goals, there is a trend in
that component toward delays and an aging caseload that is expected to increase in FY
2024 for two reasons. First, anticipating the end of its Acting General Counsel’s tenure,
in FY 2023, OGC prioritized the investigation of ULP charges and issuance of ULP
complaints. As a result, in FY 2024, a record-low number of OGC staff are litigating the
largest inventory of ULP cases in the component’s history. That is a task that it will not
be easy to complete—especially since there are too few people to do the work. Second,
since OGC is again without an actual or acting General Counsel, a new backlog of ULP
cases is developing—and developing more quickly than the first. OGC will have to
address that backlog when a new General Counsel is confirmed.

Similarly, while the Authority met its goals due to the diligence of its staff, there are
caveats to that success. First, in FY 2022, the Authority reviewed and evaluated its
processes, and in particular its case assignment processes and how those affected the
timing of decisions. The Authority determined that it was appropriate to adjust its
performance metrics to more accurately address and monitor the flow of cases and the
Authority’s capacity to act on them. The Authority’s FY 2023 performance is measured
against the revised metrics. Second, the Authority issued fewer cases in FY 2023 than it
normally would have because it was without a third PAS Member for most of FY 2024.
Cases that the Authority has not been able to act on because of a split vote have been held
in abeyance as of the date that the Authority lost its third Member—dJanuary 3, 2023.
Cases that the Authority could act on—cases not held in abeyance—tended to be “newer”




cases. As a result, the cases that the Authority issued in FY 2023 were “younger” than
they would have been if the Authority had a full complement of members. When a new
Authority Member is confirmed, cases will be taken out of abeyance and the Authority
will again be focused on older, more complicated cases that will take more time to resolve.

All of this means that absent some significant change, the FLRA’s FY 2024 numbers will
look very different from its FY 2023 numbers. Unfortunately, the FLRA’s ability to meet
this challenge is hampered because cuts made to the FLRA over the past 20 years have
taken the muscle off of its institutional bones. FLRA components, and in particular OGC,
are severely understaffed. FLRA funding has essentially remained flat for the past two
decades even though general inflation and employee compensation have increased. This
has meant that the FLRA has had to cut its workforce to adhere to its budget. In 2004,
the FLRA employed 213 full-time equivalent employees (FTEs) with a budget of
$29,611,000. In 2023, the FLRA staffed its three components with a workforce of just 116
FTEs and a budget of $29,400,000. Thus, although the mission of the FLRA and the
scope of its statutory coverage have not changed—in 2023, the FLRA had to fulfill its
Congressionally-mandated functions with half as many employees as it had in 2004.

The FLRA understands that we live in times of fiscal austerity. We also understand that
funding is a privilege (a privilege we earn every day). We know that we all must do more
with less. However, we cannot do more with less and less every year. Attempting to
address current and foreseeable backlogs has prompted the FLRA’s committed staff to
work beyond capacity. Without the additional FTEs, however, the FLRA is risking losing
incredibly talented FTEs to burnout. That—combined with increasing backlogs created
by long-term PAS vacancies—points to a different report next year unless the FLRA’s
funding situation is addressed.

The FLRA’s success is critical because its work improves other agencies’ ability to perform
their missions. As both the Statute and President Biden's Executive Order 14025,
Worker Organizing and Empowerment recognize, “experience in both private and public
employment indicates that the statutory protection of the right of employees to organize,
bargain collectively, and participate through labor organizations of their own choosing in
decisions which affect them . . . safeguards the public interest, . . . contributes to the
effective conduct of public business, and . . . facilitates and encourages the amicable
settlements of disputes between employees and their employers involving conditions of
employment.”

More than ever, the FLRA leads in making federal labor-management relations work. I
am firmly committed to this goal. I am proud to have the honor to serve as the FLRA’s
Chairman and continue to work alongside its incredibly resilient and resourceful

employees.

Susan Tsui Grundmann

Chairman and Chief Executive and
Administrative Officer

Federal Labor Relations Authority



https://www.federalregister.gov/documents/2021/04/29/2021-09213/worker-organizing-and-empowerment
https://www.federalregister.gov/documents/2021/04/29/2021-09213/worker-organizing-and-empowerment

MANAGEMENT’S DISCUSSION AND ANALYSIS

BACKGROUND AND MISSION

The U.S. Federal Labor Relations Authority (the FLRA or the Agency) and its small staff
of 116 full-time equivalents (FTEs) are responsible for establishing policies and guidance
regarding labor-management-relations for 2.1 million non-Postal, Federal employees
worldwide, approximately 1.2 million (60 percent) of whom are represented in 2,200
bargaining units. The FLRA was created by Title VII of the Civil Service Reform Act of
1978, also known as the Federal Service Labor-Management Relations Statute (the
Statute).

The Statute protects the rights of Federal employees to form, join, or assist a labor
organization, or to refrain from such activity, freely and without fear of penalty or
reprisal. Those rights include acting for a labor organization as a representative and, in
that capacity, presenting the views of the organization. Employees also have the right to
engage in collective bargaining with respect to conditions of employment through
representatives chosen by the employees.

The FLRA’s mission is to exercise leadership in preventing and resolving labor-
management disputes, giving full effect to the collective-bargaining rights of employees,
unions, and agencies. Although the FLRA is a small agency, accomplishing its mission in
an effective and efficient manner is key to enabling the Federal Government, as a whole,
to adapt to changing circumstances, as necessary; to continue delivering the highest
quality services to the American public; and to deliver a nimbler, more innovative Federal
Government.

Further, funds spent on the FLRA result in cost savings Governmentwide. This is
because the FLRA resolves labor disputes through a combination of alternative dispute
resolution (ADR), adjudicating arbitration and negotiability appeals, deciding
representation (REP) questions concerning bargaining-unit determinations and elections,
and prosecuting and adjudicating unfair labor practices. The vast majority of FLRA
disputes are resolved before they go before its Authority component. Indeed, over 90% of
ULPs filed against unions and agencies between 2018 and 2021 were resolved without the
need for the FLRA’s Office of General Counsel (OGC) to issue a complaint. In cases in
which the OGC issued a ULP complaint, close to 90% were resolved before an
administrative trial.

The benefits of using the FLRA’s methods of dispute resolution are enormous. Not only
are litigation and other costs lower—typically significantly lower—but future complaints
are often avoided. ADR teaches parties the skills to avoid and resolve conflicts in future.
When ADR techniques, such as mediation, are used, the parties learn to communicate
better with each other. This means better relations between managers and employees,
better morale among both, greater employee engagement and productivity, and lower
employee turnover. Such benefits make the FLRA a cost-effective investment ensuring
labor peace among 2.1 million Federal employees.




ORGANIZATIONAL STRUCTURE

The FLRA consists of the Authority, the OGC, and the Federal Service Impasses Panel
(FSIP or the Panel). The Agency also provides full staff support to two other
organizations, the Foreign Service Impasse Disputes Panel and the Foreign Service Labor
Relations Board.

ORGANIZATIONAL CHART
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The Authority

The Authority, the FLRA’s bipartisan, adjudicatory body is composed of three full-time
Members appointed by the President with the advice and consent of the Senate. The
Members are appointed for fixed, five-year, staggered terms, and the President designates
one Member to serve as Chairman. The Chairman acts as the Agency’s chief executive
and administrative officer.

Congress directed the Authority, first and foremost, to “provide leadership in establishing
policies and guidance” related to the purposes of the Statute. The Authority is specifically
empowered to resolve disputes over the negotiability of proposals made in collective
bargaining; resolve exceptions to grievance-arbitration awards; determine whether
conduct alleged in a complaint constitutes an ULP; and review decisions of Regional
Directors in REP disputes over bargaining-unit determinations and elections. The
Authority Members appoint Administrative Law Judges (ALJs) to hear and prepare
recommended decisions in cases involving ULP complaints. The ALJs’ recommended
decisions may be appealed to the Authority. The Authority also provides training for
Federal agencies and unions on a variety of topics related to the Statute.

Offices and programs under the Authority’s jurisdiction include the Office of the
Executive Director, Office of Administrative Law Judges (OALdJ), Collaboration and
Alternative Dispute Resolution Office (CADRO), Office of Case Intake and Publication
(CIP), Office of the Solicitor, and the Equal Employment Opportunity Program (EEO).
The Office of Inspector General (OIG) is an independent entity within the Authority.

Office of the General Counsel (OGC)

The General Counsel, appointed by the President with the advice and consent of the
Senate, has separate and independent responsibilities from the Authority. Under the
Statute, the General Counsel has sole responsibility for the investigation and prosecution
of ULP charges and complaints. The General Counsel’s determinations in these matters
are final and unreviewable. The General Counsel has direct authority over, and
responsibility for, all employees in the OGC, including those in the FLRA’s Regional
Offices.

The General Counsel has a small staff at FLRA Headquarters, located in Washington,
D.C. OGC’s headquarters, provides administrative oversight; develops policies, guidance,
procedures, and manuals that provide programmatic direction for the Regional Offices;
provides training and education for the parties; and processes appeals from the Regional
Offices’ dismissals of ULP charges. Each Regional Office is headed by a Regional Director
who provides leadership and management expertise for their respective Regions.

The Regional Offices, on behalf of the General Counsel, investigate and resolve alleged
ULP charges; file and prosecute ULP complaints at trials before an ALdJ; effectuate
compliance with settlement agreements and Authority Orders; and provide training and
ADR services. In addition, through delegation from the Authority, the Regional Offices
investigate and resolve REP petitions and conduct secret-ballot elections. All ULP
charges and REP petitions are filed in the Regions.
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There are five Regional Offices located in Atlanta, Georgia; Chicago, Illinois; Denver,
Colorado; San Francisco, California; and Washington, D.C.

Regions
Wl Atarta
B chicage
B penver

B sanFrancisco

B wasningon DC

Federal Service Impasses Panel (FSIP)

FSIP is composed of part-time Presidential appointees who are appointed to fixed,
staggered five-year terms. SIP assists in resolving negotiation impasses between Federal
agencies and labor organizations representing Federal employees that arise from
collective-bargaining negotiations under the Statute and the Federal Employees Flexible
and Compressed Work Schedules Act.

STRATEGIC AND PERFORMANCE-PLANNING FRAMEWORK

The FLRA has established strategies and goals designed to maximize the delivery of
agency services throughout the Federal Government through a comprehensive review —
by leadership at all levels throughout the Agency — of its operations, staffing, work
processes, resource allocations, and performance. Throughout FY 2023, the FLRA has
engaged in a continuous assessment of its performance to ensure it is accomplishing its
mission, effectively and efficiently, and that it is promoting innovation.

The FLRA’s FY 2023 performance-planning framework is based on the Agency’s FY 2022
— FY 2026 Strategic Plan, and it is supported by the Agency’s Annual Performance Plan,
which establishes the annual performance goals and measures. It is also the result of the
FLRA’s on-going assessment of its processes, goals, and capabilities as it implements the
Strategic Plan. The Annual Performance Plan reflects the FLRA’s commitment to
establishing meaningful metrics that will assist in assessing performance outcomes,
aligning resources, and effectively identifying staffing and training needs. The Annual
Performance Plan also demonstrates the FLRA’s ongoing commitment to organizational
excellence.

12




The FLRA continually and strategically monitors its progress in accomplishing the goals
and measures set forth in the Annual Performance Plan. This ongoing review is
conducted on a monthly basis with distribution of the Strategic Milestones and
Accountability Report (SMART), which contains case and performance data derived from
the FLRA’s Case Management System (CMS) and agency management. The Agency
examines the data in the SMART Report in several forums, and—consistent with the
FLRA’s value of transparency and employee engagement around all agency matters,
including process and performance improvements—it shares the Agency’s status toward
meeting its case-processing performance goals with all employees monthly. At the
component and office levels, there are also daily performance assessments using a variety
of reports, including: case-filing reports, which track the number and age of cases; case-
status reports, which track the status of all assigned pending cases within the Authority,
the OGC, and the FSIP; and monthly disposition reports, which track the number, age,
and resolution type of every closed case within the Authority and the OGC.

The analysis and assessment of these reports drive, among other things: adjustments in
workload through case transfers at the national, Regional, and office levels; decisions to
target services (including training, facilitations, and on-site investigations) to certain
parties or geographical locations; and reallocation of resources, including use of details
and contract support.

FLRA Strategic Goals

Strategic Goal #1 Strategic Goal #2 Strategic Goal #3
We will resolve disputes We will promote stability in the | We will manage our resources
under the Federal Service federal labor-management effectively and efficiently in
Labor-Management Relations = community by providing order to achieve organizational
Statute in a timely, high- leadership and guidance excellence.
quality, and impartial through Alternative Dispute
manner. Resolution and education.

Strategic Objectives

1.1. Achieve or exceed case- 2.1. Offer high-quality outreach 3.1. Recruit, retain, and

resolution timeliness and prevention services, as develop a highly talented,
measures, as established by well as reference resources, motivated, and diverse
each component. to promote more effective workforce to accomplish the

labor-management relations FLRA’s mission.

across the Federal

Government.

1.2. Set a high standard of 2.2. Maximize the use of 3.2. Improve usage of existing
quality for the case- Alternative Dispute technology and deploy new
resolution process. Resolution practices in case IT systems to streamline and

resolution. enhance organizational
operations.

3.3. Act as an effective steward
of agency resources.
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The FLRA seeks to achieve its strategic goals primarily through the timely, high-quality,
and impartial review and disposition of cases. The Agency supplements these efforts with
a focus on reducing litigation and its attendant costs by helping parties to resolve their
own disputes through collaboration, ADR, education, and labor-management-cooperation
activities. The ultimate goal of these efforts is to give parties the skills to avoid and
resolve conflict in the future. Further supporting these efforts is the FLRA’s focus on
more effective and efficient use of human capital and internal improvements in
information technology (IT).

FY 2023 PERFORMANCE GOALS

Performance Goal 1.1.1: Timely investigate, prosecute, and adjudicate each case type
(ULP, REP, ARB, NEG, IMPASSE)

Performance Goal 1.1.2: Resolve overage cases in a timely fashion

Performance Goal 1.2.1: Develop a mechanism for soliciting external feedback on the
FLRA case-resolution process

Performance Goal 1.2.2: Score highly on internal quality reviews regarding the case-
resolution process

Performance Goal 2.1.1: Provide targeted training, outreach and prevention, and
facilitation activities within the labor-management community.

Performance Goal 2.1.2: Provide effective, useful, up-to-date case-processing and case-
law resources and trainings for the labor-management community.

Performance Goal 2.2.1: Successful resolution of a significant portion of FLRA cases
through ADR.

Performance Goal 2.2.2: Expanded use of ADR in ARB cases.

Performance Goal 2.2.3: Examination of potential expanded use of ADR in REP cases.

Performance Goal 3.1.1: Demonstrate strong recruitment and retention practices.

Performance Goal 3.1.2: Maintain and grow agency expertise through employee
development.

Performance Goal 3.1.3: Develop internal tools and benchmarks for skills assessment,
training-needs assessment, and effective succession planning.

Performance Goal 3.2.1: Improve eFiling capability and maximize its use in receiving
case filings.

Performance Goal 3.2.2: Enhance employee technology usage and skills at every level.

Performance Goal 3.3.1: Achieve high internal customer-service scores on delivery of
administrative services.

Performance Goal 3.3.2: Meet or exceed established operational measures.

Performance Goal 3.3.3: Be a leader in the Federal Employee Viewpoint Survey and in
the “Best Places to Work in the Federal Government” rankings.

14




2022-2026 Strategic Plan

In FY 2021, the FLRA reviewed its operations, staffing, work processes, resource
allocations, and performance, and established strategies and goals that are designed to
maximize the delivery of agency services throughout the Federal Government. This
strategic plan’s development revolved around a return to the principles of the 2015-2018
Strategic Plan, for which FLRA leadership undertook a structured process that solicited
the perspectives of the Agency’s diverse employee, customer, and stakeholder base. That
strategic-planning team was comprised representatives from each FLRA component and
the employees’ representative organization, the Union of Authority Employees. The team
internally conducted one-on-one interviews with the FLRA’s entire leadership team, held
targeted focus-group meetings with managers and employees, and solicited employee
feedback through online message boards and e-mails.

For external stakeholders, the FLRA then held a series of focus groups, in which
representatives from seven federal-employee unions and twelve federal agencies provided
input on FLRA services and performance. In addition to soliciting feedback from agencies
that use FLRA resources or who are parties to FLRA cases, the FLRA also sought input
from the Office of Management and Budget (OMB) in the early stages of the strategic-
planning process. Equipped with these perspectives and guided by the FLRA’s core values
of transparency, accountability, open dialogue, and pre-decisional involvement, the
strategic-planning team held working sessions to develop and memorialize the goals,
objectives, and performance measures of this strategic plan.

Timeliness and Quality

Continued improvements in the timeliness of case disposition advances the FLRA’s
critical role in facilitating orderly, effective, and efficient change within the Federal
Government. In large part, the FLRA exists to promote effective labor-management
relations that, in turn, permit improved employee performance and Government
operations. Timely resolution—or avoidance—of FLRA cases is critical to this endeavor.
Effective case resolution includes not only timeliness, but also: well defined processes that
the FLRA adheres to; clear communication with the parties about case processes; and the
issuance of well-written and understandable decisions that provide deliberate, impartial,
and legally sound analyses and consideration of the issues in dispute.

The FLRA improves Governmentwide performance. This positively affects employee
working conditions and the bargaining rights of the more than 1.2 million employees
represented by labor organizations. Unless management and labor can collaboratively
resolve their disputes and avoid litigation or — failing that — have their disagreements
adjudicated expeditiously by the FLRA, the performance of the agencies the FLRA serves
will suffer. This is particularly relevant now as Federal agencies are making significant
adjustments and changes in how they perform their missions in response to the
environmental, budgetary, and policy challenges facing them.

Alternative Dispute Resolution and Education

Throughout the years, the Authority, the OGC, and FSIP have recognized the benefits of
ADR and have integrated ADR techniques into all aspects of case processing. Offering
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ADR services results in faster, more effective outcomes for the parties and the FLRA. For
this reason, the Agency continues to leverage existing staff and resources to increase its
ADR reach. This includes partnering with other agencies and entities—such as the
Federal Mediation and Conciliation Service (FMCS), Federal Executive Boards, and the
Office of Personnel Management (OPM)—to train large numbers of practitioners.

In addition, the FLRA’s training initiatives make case processing more effective and
efficient, by providing meaningful and clear guidance on statutory rights and
responsibilities. When FLRA customers know their rights and obligations under the
Statute, as well as FLRA case law, regulations, and case-processing procedures, the
FLRA can process cases in a more timely and efficient manner. The FLRA continues to
prioritize education of the labor-management community with: live training sessions;
comprehensive, web-based training modules; and most recently, highly successful
animated videos focused on specific topics. These educational efforts help members of the
Federal labor-management-relations community with issues and cases arising under the
Statute. Using collaboration and ADR techniques—alone or in conjunction with other
training, outreach, and facilitation services—to assist parties in minimizing or resolving
labor-management disputes significantly reduces the need for litigation and its attendant
costs. ADR and education thus get parties back to work accomplishing their missions and
delivering effective and efficient Government services.

PERFORMANCE SUMMARY

The FLRA’s mission is “Exercising leadership in preventing and resolving labor-
management disputes, giving full effect to the collective-bargaining rights of employees,
unions, and agencies.” Accomplishing its mission, including timely and quality resolution
of labor-management disputes, is essential for program performance Governmentwide.
This performance summary section breaks down, by office and initiative, various
highlights and accomplishments of the FLRA’s fiscal year performance. It also lists
challenges faced throughout the year.

Mission — Case Processing & ADR

With respect to its mission accomplishments, the FLRA as a whole has continued its
efforts in providing customers with timely and quality adjudication and dispute-
resolution services. However, the FLRA has struggled with significant obstacles in
meeting its mission requirements.

In addition to backlogs in certain Agency components and vacancies in key Presidential
positions, the FLRA experienced funding obstacles preventing the Agency from hiring the
staff it needs to accomplish its mission. Through the prudent management of resources,
as well as the incredible, exhaustive efforts of the limited number of Agency employees we
currently have, the FLRA has been able to meet, in most areas, its minimum level of
performance under the Statute. The outlook for FY 2024, however, is less favorable
because of structural weaknesses that are likely to become apparent this year.
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The Authority

In FY 2022, the Authority reviewed and evaluated its processes, in particular its case
assignment processes, and how those affected the timing of the Authority’s decisions. The
Authority determined that it was appropriate to adjust its performance metrics to more
accurately address and monitor the flow of cases and the Authority’s capacity to act on
them. The Authority’s FY 2023 performance is measured against the revised metrics.
Under the new metrics, the Authority met or exceeded all of its performance goals in FY
2023.1 Specifically:

¢ For negotiability cases:
o The Authority issued 89% of cases (47/53) within 365 days of filing,
exceeding its 75% target.
o The average age of a case closure was 132 days, well below the Authority’s
target of 235 days.
o The average age of pending cases at the end of the FY was 211 days, below
the Authority’s target of 250 days.

e For ULP cases:

o The Authority issued 100% of cases (2/2) within 300 days of date of
assignment to a Member office, exceeding its 756% target.

o The Authority issued 100% of cases (2/2) within 365 days of date of
assignment to a Member office, exceeding its 75% target.

o The average age of a case closure was 90, below the Authority’s target of
100 days.

o The average age of pending cases at the end of the FY was 3 days, well
below the Authority’s target of 150 days (reflecting the fact that there was
only one ULP case pending in the Member offices at the end of the FY, and
that case was only 3 days old).

o For arbitration cases:

o The Authority issued 58% of cases (39/71) within 210 days of date of
assignment to a Member office, exceeding its target of 50%.

o The Authority issued 81% of cases (54/71) within 365 days of date of
assignment to a Member office, exceeding its target of 75%.

o The average age of a case closure was 299, well below the Authority’s target
of 385 days.

o The average age of pending cases at the end of the FY was 268 days,
meeting the Authority’s target of 268 days.

1 The Authority was without a third Member from January 3, 2023 until the end of FY
2023. Cases in which there was a split vote on the decision have been held in abeyance
since January 3, 2023, pending the confirmation of a third Member who will break those
ties. The period when cases are held in abeyance is not included in the age of the cases
and all numbers reflect that.
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o For REP cases:

o In 100% (5/5) of cases, the Authority continued to meet its statutory goal of
deciding whether to grant review of a Regional Director’s decision within 60
days of the filing of an application for review.

o The Authority issued 80% of cases (4/5) within 210 days of date of
assignment to a Member office, exceeding its target of 75%.

o The Authority issued 100% of cases (5/5) within 365 days of date of
assignment to a Member office, exceeding its target of 90%.

o The average age of a case closure was 113, meeting the Authority’s target of
113.

o The average age of pending cases at the end of the FY was 53 days, well
below the Authority’s target of 86 days.

e Across all case types, the Authority’s Office of CIP:
o Assigned 100% of cases (97/97) to Member offices within 5 days of the due
date for a final filing, exceeding its target of 75%.
o Assigned 100% of cases (97/97) to Member offices within 21 days of the due
date for a final filing, meeting its target of 100%.

The Authority also continued its trend of reducing its pending caseload, ending the year
with 98 pending cases—two less than the end of FY 2022 (100 cases), and more than a
50% reduction from the end of FY 2021 (153 cases).

In FY 2023, the Authority also: (1) updated its negotiability regulations—the first
substantive revisions in 25 years; (2) revised its procedural regulations to allow for
electronic service of Authority notices, orders, and decisions in cases where parties
request such service; (3) in conjunction with the Solicitor’s Office, formed an agency-wide
task force to conduct a comprehensive review of, and make recommendations regarding
changes to, the FLRA’s other procedural regulations; (4) updated its training materials,
and delivered numerous training sessions, on a variety of topics; and (5) created a
“training committee” that will field training requests and develop new training materials,
including webinars, in the future. The Authority was able to do so while continuing to
issue decisions at a relatively steady pace.

However, the Authority is currently lacking a third Member to “break ties” in cases where
the current two Members disagree. As a result, a growing number of cases has been
placed in abeyance, awaiting a third Member’s arrival. Many of those cases are the
oldest, and most complicated, cases pending before the Authority, and will require
significant staff time to resolve once the Authority has a full complement. These factors,
combined with anticipated budget-related challenges in filling staff vacancies as they
arise, could pose a significant challenge to the Authority’s ability to meet its current
performance goals in FY 2024 and beyond. The Authority plans to review and, if
appropriate, revise its FY 2024 performance goals to account for these factors.
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The Office of Administrative Law Judges

During the past year, the OALJ worked on the unprecedented backlog of ULP cases
generated by the lack of a General Counsel from 2017 until an Acting General Counsel
was appointed in 2021. From that time until the end of the Acting General Counsel’s
tenure in August 2023, the OGC filed with the OALJ complaints related to 691 cases. To
meet this demand during the pandemic, the OALJ developed a remote hearing program
utilizing Microsoft Teams to conduct trials across the country. The re-establishment of
CADRO and the filling of a vacancy for a third Administrative Law Judge (ALJ) in July
2022, contributed greatly to resolving many of the complaints before trial.

In FY 2023 specifically, parties filed complaints related to 427 cases with the OALJ and
the Judges rendered 14 decisions. The most significant statistic, however, is the number
of cases that were settled once filed with the OALJ—complaints related to 242 cases were
resolved without the need to hear the case at trial. The three ALJs are currently
scheduled to try between 6-16 ULP cases per week through November 2024. The
significant rate of settled cases was much higher than usual due to the unprecedented
backlog, the age of such cases, and need for remote hearings resulting from the pandemic.
Once the past backlog was addressed, the OALJ returned to the historical option of
offering all parties access to the optional pre-hearing Settlement Judge Program in lieu of
mandating mediation of all cases. It is predicted this change will reduce the number of
settlements, triggering more actual contested hearings compared to recent trends.

The ALJs conduct hearings and issue recommended decisions on cases involving alleged
unfair labor practices (ULPs). While judges can perform legal research and writing tasks,
the ALJs have prioritized conducting trials in order to bring justice to litigants who have
been waiting years for their dispute to be heard and resolved. For the next year and a
half, the ALJs will continue to work their assigned cases in preparation for hearings, and
conducting trials. The ALJ’s judicial duties and time are completely scheduled.

The estimates for ULP complaints being filed prospectively in FY 2024 and 2025 are
conservative in light of not knowing whether or not an FLRA General Counsel will be
confirmed. In the hopeful event a new General Counsel is confirmed in the near future,
the estimates of ULP complaint filings for fiscal year 2024 and 2025 are expected to
increase significantly.

Collaboration and Alternative Dispute Resolution Office (CADRO)

CADRO is the FLRA’s highly successful and vitally important Collaboration and
Alternative Dispute Resolution Office. CADRO is key to the Authority’s performance and
efficiency and like ADR generally, has earned significant bipartisan support.

CADRO’s services offer FLRA parties informal, voluntary, and confidential ways to
successfully resolve negotiability disputes and arbitration exceptions pending before the
Authority. CADRO is also available to help parties resolve representation petitions and
pre-complaint ULP charges. In addition, the two CADRO staff members serve as ULP
Settlement Officials for the OALJ Settlement Judge Program and when appropriate,
parties can also use CADRO to address collective bargaining matters and other labor-
management disputes.
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Externally, CADRO-staffed dispute resolution services help agencies and unions prevent
complex, sensitive labor disputes from impairing mission performance and work-life
quality. The services help to improve essential workplace engagement. They also help to
prevent future conflict because CADRO processes teach parties skills that can help them
to avoid and resolve future conflicts. Internally, CADRO helps make case processing far
more effective, and helps resolve cases in ways that prevent unnecessary litigation and its
attendant costs.

CADRO continues to be essential to prevent and reduce case backlogs for the Authority
and OALJ. CADRO staff resolve sensitive arbitration exception (appeal) cases and
complex legal issues in negotiability cases, thereby enabling Members and their attorneys
to adjudicate other matters on the Authority’s docket. The multi-year ULP complaint
backlog continues to skew the CADRO caseload heavily in that direction. CADRO staff
conduct settlement conferences that result in resolution of most ULP complaints pending
before the FLRA’s ALdJs, thereby preventing these cases from becoming hopelessly backed
up waiting for trial.

CADRO also is an important vehicle through which the FLRA exercises leadership in the
manner envisioned by the President in his April 26, 2021 Executive Order on Worker
Organizing and Empowerment (14025), and his January 22, 2021 Executive Order
Protecting the Federal Workforce (14003). During the last half of 2021, CADRO staff
expertly delivered facilitation, training, and fractured-workplace-relationship repair
initiatives to more than 500 agency and union representatives. During 2023, CADRO
staff delivered similar services to more than 1340 people who were seeking better ways to
constructively manage workplace conflict and prevent unavoidable conflict from erupting
into destructive disputes. CADRO staff helps workplace representatives learn how to
prevent, manage, and resolve difficult, pragmatic issues that give rise to the legal
disputes before the FLRA. These services not only minimize the need for third-party
intervention, they enable agencies and unions to begin fundamentally changing
workplace relationships. The result is better mission performance and better work-life
quality — real evidence that these initiatives work. Consequently, the value of CADRO
dispute-prevention and dispute-resolution services goes far beyond the staff hours and the
taxpayer dollars that it saves by preventing and settling disputes.

CADRO’s current caseload of negotiability petitions, arbitration exceptions, and ULP
complaints far exceeds any prior period. In FY 2023, CADRO received requests to
mediate more than 291 disputed language provisions and proposals in negotiability cases.
It helped parties resolve over 99% of those issues. CADRO further mediated five disputes
concerning arbitration exceptions and resolved 60% of those disputes. CADRO’s two staff
members further received requests to conduct settlement conferences in over 140 ULP
cases and resolved more than 97% of those cases. CADRO is doing its best to prepare for
an equally large ULP caseload for at least the next two fiscal years.

CADRO currently performs its work with two seasoned professionals. But performing the
essential functions identified in this section is unsustainable with just two CADRO FTEs.
Those two cannot possibly continue keeping pace with projected requests to resolve ULP
complaints pending before ALdJs, in addition to mediating arbitration exceptions and
complex negotiability cases containing hundreds of legal disputes pending before the
Authority. Nor have the two FTEs been able to fully satisfy joint agency and union
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requests for training, facilitation, and assistance repairing and improving essential labor-
management relationships. Moreover, expected Authority caseloads and other priorities
for Authority staff make it unlikely that non-CADRO staff at the FLRA can continue
providing the same level of essential support in CADRO cases.

The Office of the Solicitor

The Office of the Solicitor represents the FLRA in court proceedings before all U.S. courts,
including the U.S. Supreme Court, the U.S. Courts of Appeals, and the Federal District
Courts. During FY 2023, the Solicitor’s Office litigated numerous cases in the Federal
courts, including filing briefs supporting Authority decisions by arguing against
challenges to those decisions in court. After the courts ruled in those cases, the Solicitor’s
Office provided advice to FLRA components concerning the decisions.

The Solicitor also serves as the FLRA's in-house counsel, providing legal advice to FLRA
components on all facets of Government operations, including ethics, FOIA, privacy,
human resources, fiscal law, and the Administrative Procedure Act. It met all reporting
and substantive deadlines under those authorities.

In FY 2023, the Solicitor’s Office also took steps to modernize the FLRA’s procedural
regulations. The Solicitor’s Office, in conjunction with Authority Members’ Offices,
formed an agency-wide task force to conduct a comprehensive review of, and make
recommendations regarding changes to, the FLRA’s procedural regulations. The purpose
of the task force is to ensure that the FLRA’s regulations and processes reflect best
practices in the modern workplace. The Solicitor’s Office also issued revised FOTA
regulations to streamline agency processes for responding to FOIA requests.

The Office of the General Counsel

Despite the herculean efforts of its workers, OGC is losing ground because its staff have
reached the limits of their ability to do more with less. Instead, diminishing staff
resources and increasing caseloads are resulting in delays in the issuance of cases and an
aging pending caseload. The problem has not been the productivity of OGC staff, which
has been nothing short of remarkable during the past two and one-half years. Between
November 2017 and March 2021, there was no Presidentially-nominated, Senate-
confirmed General Counsel and, during that time, no ULP complaints could be issued.
When an Acting General Counsel was designated in March 2021, there were 494 cases in
which complaint decisions had to be rendered. From March 2021 through August 2023,
the OGC cleared out that backlog by resolving the cases through settlement or litigation
before the OALJ. However, more than simply eliminating the backlog, the OGC
investigated newly-filed ULP charges and authorized an additional 725 complaints, all of
which have been resolved or will be litigated. The OGC has trials set before the OALJ
through November 2024.

Such achievements could not have been made without a highly-talented workforce of
professionals, dedicated to the mission of the OGC. The problem has been the amount of
work that OGC professionals have to do. OGC staffing is at historically low levels. OGC
professionals have been litigating, and continue to litigate, the largest inventory of
complaint cases in the history of the OGC—in addition to newly-authorized complaints.
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This fact, plus steady ULP and REP case filings, have resulted in caseloads? that are over
a third larger than the caseloads that OGC professionals would usually carry.? In order to
perform their mission essential functions, the Acting General Counsel had to deprioritize
certain types of work—resulting in the delays in that work.

OGC’s FY 2023 performance in the face of these challenges was exceptional. In terms of
the sheer volume of cases that it moved, OGC closed 2826 ULP cases in 2023—173 more
cases than in 2022—an increase of 6%. It also closed 193 REP cases in 2023—26 more
cases than in 2022—an increase of 15%.

In spite of historically high employee caseloads, OGC exceeded, met, or substantially met,
four of its five timeliness metrics.

e OGC exceeded its timeliness goals by resolving 100% of the 72 appeals of Regional
Directors’ dismissals of ULP charges within 60 days of the date of the appeal.

e OGC met its goal of resolving 70% of ULP charges it received within 120 days of
the date the parties filed the charges (2027/2826 cases).

e Although OGC did not make its goal of resolving 95% of ULP charges within 240
days of the date the parties filed them, it substantially met that goal by resolving
93% of the cases (2627/2826 cases) within 240 days.

o  OGC met its goal of resolving 95% of the REP cases (185/193 cases) through
withdrawal, election or issuance of a Decision and Order within 365 days of filing a
petition.

Although OGC did not meet its goal of resolving 70% of REP cases within 120 days, it did
resolve 59% of those cases (113/193) within 120 days. Moreover, increases in the time
that it took OGC to resolve REP cases can be attributed to two factors: significantly
higher staff caseloads and OGC’s institutional need to focus on processing ULP cases
before the Acting General Counsel’s term expired in early August 2023.

OGC’s efforts to educate the labor-management community were also exceptional in FY

2023. OGC conducted 99 live and virtual training sessions in FY 2023 (exceeding its goal
of 75) and 94% of the 9063 participants in those trainings rated the trainings as effective
or highly effective. Due to the creation and use of online videos, OGC’s trainings reached

2 A “caseload” 1s the number of ULP and REP cases a professional is assigned to
investigate and bring to a final action. Investigations often take months of work,
gathering evidence and obtaining sworn testimony from witnesses, before a final action
can be taken by the Regional Director, on behalf of the General Counsel. While
investigations are occurring and as final actions are taken on some cases, more cases are
assigned to the professionals on a daily basis.

3 In 2018, a normal ULP/REP investigatory caseload for the then-42 OGC professionals
was between 25-30 cases per month. In 2023, 27 OGC professionals had caseloads that
were approximately 40 cases per professional/month.

22




over 18,000 additional individuals in FY 2023. Even with these efforts, the FLRA’s
parties are clamoring for additional training, often filling up live online sessions within a
day of posting to the FLRA website.

At the same time that federal agencies and employees and the unions which represent
them are calling for more training on the Statute, OGC online written resources are
languishing. The ULP and REP Case Handling Manuals, REP Hearing Guide, and OGC
ULP and REP Case Law Outlines, have not been substantively updated since 2015. These
resources were created at a time when the OGC had two Assistant General Counsels
(AGCs) to steer this work—positions that assisted the Deputy General Counsel (DGC)
with the operations of the Regional Offices and legal policy for ULP and REP cases. At the
end of FY 2023 OGC was able to engage a second AGC to work on this important area.

Although OGC was successful in FY 2023, the outlook for FY 2024 is more challenging.
The end of the Acting General Counsel’s tenure means that ULP recommendations
cannot be acted upon. Although OGC anticipates that a new General Counsel will soon
be confirmed, OGC will need additional resources to address the new backlog. This at a
time when OGC staff is already litigating the largest inventory of complaint cases in the
history of the OGC. OGC therefore predicts that the current trend towards delays and an
aging caseload will continue in FY 2024.

The OGC plays a vital role in facilitating orderly, efficient, and effective change within
the Federal Government. Inadequate staffing interferes with the OGC’s ability to
promptly investigate and resolve ULP charges and REP petitions. Given the high rate of
unionization in the Federal Government, workplace change frequently requires collective
bargaining or a representation proceeding, or both. Indeed, the vast majority of ULP and
REP cases are filed in connection with a management-initiated change in conditions of
employment.

The pace at which the OGC resolves these ULP and REP cases directly affects the pace of
Government change. In this regard, the Statute generally obligates management to
maintain the status quo during negotiations and during the pendency of a representation
proceeding. Moreover, the core purpose of the Statute is to promote collective bargaining
as a means of fostering improved employee performance, quality of work life, and
Government operations. Hence, the quality and timeliness of OGC case dispositions and
the extent to which OGC agents are able to take full advantage of dispute resolution
opportunities also directly impact the effectiveness and efficiency of Government change.

The FY 2023 performance of OGC staff was outstanding—particularly in light of the fact
that its employees are working beyond a sustainable capacity.

The Federal Service Impasses Panel

In FY 2023, FSIP has exceeded all of its timeliness measures for assisting parties in
resolving their negotiation impasses. Specifically, it issued decisions to decline
jurisdiction on cases not appropriately before the Panel within 140 days of the date that
the parties filed their request for assistance in 100% (18/18) of cases. It assisted the
parties in achieving voluntary settlement within 160 days of the date that the parties
filed their requests for assistance in 100% (18/18) of cases. FSIP issued its final order
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within 200 days of the date that the parties filed their request for assistance in 86% (6/7)
of cases. FSIP closed a total of 83 cases in FY 2023, leaving it with roughly the same
number of pending cases at the end of FY 2023 (17) as in FY 2022 (16).

Mission Accomplishment — Providing Training and Education across the
Federal Government

Consistent with its strategic goals, in FY 2023, the FLRA continued to promote stability
in the federal labor-management community by providing leadership and guidance
through education and reference resources, including in-person, virtual, and web-based
trainings, and substantive guides and manuals.

Education and Training Tools

The FLRA provides valuable education and training tools to the Federal labor-
management-relations community in all aspects of its case law and processes. Providing
meaningful and clear guidance on statutory rights and responsibilities so that its
customers are knowledgeable furthers timely and efficient case processing and is an
important function of the FLRA under the Statute. The FLRA delivers its educational
materials through a variety of means, primarily through its decisions, but also through
in-person training sessions; web-based training modules, and YouTube videos; and case
outlines, manuals, and subject- matter guides that are easily accessible on FLRA.gov.

In Person and Virtual Live Training

The FLRA addressed specific requests of parties for targeted training. Agency
components have traditionally provided training on statutory principles governing ULPs,
representational issues, negotiability disputes, and arbitration exceptions. Providing
such external training to Federal agencies and labor organizations regarding their rights
and obligations under the Statute directly promotes the FLRA’s mission of protecting
rights and facilitating constructive labor-management relationships while advancing an
effective and efficient Government.

These sessions were requested by the organizations based on their perceived needs in the
Federal labor-management relations area. FLRA staff tailored each session to meet the
individualized needs of the particular group and received consistent positive feedback
from the participants. The targeted training sessions focused on a range of issues,
including unfair labor practices and representation matters.

In 2023, all FLRA components combined provided 112 in-person and virtual training
sessions.

YouTube Educational Videos

In 2023, the FLRA published 7 new training videos to FLRA’s YouTube channel, which
was initially created in 2020. The latest videos include a negotiability regulations video
and a 5-part series on collective bargaining. They complement the FLRA’s existing
library which, among other topics, includes videos on the following:
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Representation Elections (3 videos)
Labor-Management Forums

Unfair Labor Practice Investigations
Timeliness under Section 7118(a)(4)
Investigatory Examinations (7 videos)
Executive Order 14003 and 7106(b)
eFiling

In 2023, the FLRA’s complete video library of instructional training received over 18,000
views. The YouTube’s channel’s subscriber base grew to 967. Total views since the FLRA
began publishing videos: 43,000+.

The channel and its videos are another tool in how the FLRA educates Federal employees,
unions, and managers on how the Statute works in governing federal labor relations and
1s another example of the FLRA’s effort to provide the Federal labor-management
community with innovative resources to assist in promoting cooperative labor-
management relations that comply with the Statute.

eFiling

The FLRA’s eFiling efforts serve to improve the parties’ experience by allowing both filers
and the Agency to more efficiently handle filings electronically. The eFiling process is the
first step in the Agency’s goal of achieving a fully-electronic, end-to-end case file.

A key aspect of the FLRA’s 2022-2026 Strategic Plan is to continue to increase the rate of
eFiling to support the FLRA’s transition to electronic case files. In 2023, there was a 4%
aggregate increase in eFiling for the Authority, OGC, FSIP, and OALJ—and the overall
rate of eFiling was 79%. Rates of eFiling increased across all components. Rates for each
component are now at: 75% for OGC, 81% for the Authority, 92% for FSIP and nearly
100% for OALSJ.

Mission Accomplishment - Manage our resources effectively and
efficiently in order to achieve organizational excellence.

Professional Development

The FLRA continues to prioritize professional development. Despite budgetary
limitations, funds were allocated to all employees in all offices in order for each employee
to enhance their professional development and review the individual development plans.
This led to open discussions with supervisors, managers and staff to determine the best
way to enhance the knowledge. Thus, the FLRA continues to provide its employees with
relevant, mission-related training.

Diversity, Equity, Inclusion, and Accessibility
The Agency and Union of Authority Employees jointly chair the FLRA’s Diversity, Equity,

Inclusion, and Accessibility Committee. The Committee is staffed with volunteers and
operational with an approved charter. The Committee has the following responsibilities:
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o Create opportunities for employees to provide feedback to FLRA leadership about
organizational climate and culture (i.e. climate assessments, anonymous
satisfaction surveys, focus group sessions, etc.)

e Provide feedback and insight to leadership staff on issues of culture, climate,
equity, inclusion, and diversity in the workplace, including recommendations and
support regarding short- and long-term strategies to meet the FLRA’s current and
future workforce.

o Facilitate and/or collaborate with organizational components to sponsor at least
four (4) Special Emphasis month programs a year. Special Emphasis programs at
the FLRA may include, but are not limited to, observances of Black History Month
(February), Women’s History Month (March), Asian American and Pacific Islander
Heritage Month (May), LGBT Pride Month (June), Hispanic Heritage Month
(September 15 - October 15), Disability Employment Awareness Month (October),
and American Indian Heritage Month (November):

o These observances include activities designed to provide cultural
awareness, debunk stereotypes and recognize the contributions and
achievements of diverse groups represented in our workforce.

o The primary objectives of an observance are to:

»  Promote diversity awareness and cultural sensitivity;

= Demonstrate an interest in the history and culture of employees and
their contributions to society and at the FLRA;

= Reflect sensitivity to the growing diversity of the workforce; and

= Offer opportunities for employees to gain experience in leadership
and program planning.

¢ Promote and provide opportunities for employees to attend Special Emphasis and
D&I activities that may be sponsored by local Federal Executive Boards or other
federal agencies and organizations.

¢ Formulate recommendations for the development or modification of policies and
practices that negatively impact diversity, inclusivity, accessibility, and equity
efforts.

FEVS

The most recent OPM Federal Employee Viewpoint Survey (FEVS) provided employees
an opportunity to share their opinions about what matters most to them and to influence
the organizational culture. Survey results provide insights into where improvements
have been made and are needed. The FLRA’s overall response rate was 51.0%. For 2022,
the FLRA ranked # 5 out of the 30 participating Federal small agencies in the Best Places
to Work index.

The Chairman maintains her commitment to leading the development and support of a
diverse and competent staff and ensuring an open, friendly and supportive workplace.
This also includes placing a strong emphasis on employee engagement at all levels in the
Agency. In keeping with this commitment, the FLRA has created a committee that
reviews the FLRA’s FEVS results and develops recommendations to address challenges
presented in the results. By maintaining this focus, the FLRA hopes to continue to build
on its success in this area.
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IT Modernization

In 2023, the FLRA continued to work towards its goal of transitioning to 100% electronic
case files. This goal is in support of Presidential Memoranda: M-12-18 and M-19-21.
Unfortunately, lack of consistent funding has slowed development efforts for the
remaining components to a standstill. The FLRA and its Information Resources
Management Division IRMD) made substantial progress in the internal planning effort
for the OGC Component Case Management System (CMS), but funds were not available
to work with developers to put code into the system. Regular and significant funding is an
absolute imperative for the successful completion of the CMS effort.

Implementation of fully electronic case files throughout the Agency would enable the
FLRA to increase its overall efficiency and effectiveness. Successful achievement of this
goal will enable implementation of additional external and internal case processing
improvements that will further maximize the use of technology and eliminate many of the
labor-intensive, manual case processes that are currently in place, including:

¢ Reducing the time and expense that FLRA staff spends copying, scanning, mailing,
and manually entering data;

¢ Eliminating outdated facsimile service;
Reducing U.S. Postal Service costs by implementing electronic service of case-
related documents by the FLRA on the parties;

¢ Reducing or eliminating delivery service costs for transferring paper case files
between FLRA components;

¢ Implementing a pilot program that would require FLRA parties to file all case-
related documents electronically; and

e Eventually mandating eFiling for most FLRA case filings.

The greatest benefit will be the ability to redirect staff hours currently used to perform
manual administrative tasks to perform other mission-critical functions.

In 2022, the Office of the Executive Director (OEXD), Authority, and OGC staff continued
planning to review and revise the relevant FLRA regulations in connection with these
National Archives and Records Administration-directed efforts. Great strides were made
and, beginning in FY 2023, the OGC adopted an entirely “electronic” format for the case
files for their component. This will eventually streamline the records management
process for OGC, when it moves to the live CMS, when funds become available to
complete the process.

To ensure reliable and consistent availability of information resources for FLRA
employees to accomplish their mission, the FLRA must keep in step with our established
hardware-refresh policy. Through various cost-cutting measures taken by IRMD, the
FLRA was able to re-allocate enough funds to purchase replacement laptop hardware for
all FLRA staff, which were made available to staff in 2023.

In 2023, the FLRA continued work to ensure a sufficient cybersecurity posture. The
President’s Executive Order on Cybersecurity continues to impose a plethora of new
requirements that require funding. The Agency requested funds for an additional FTE
for Cybersecurity but did not receive those funds. Cyberattacks on the FLRA’s
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information resources systems have increased greatly and resources to combat those
threats are not keeping pace.

Finally, for several years the FLRA has requested funds for the migration of the FLRA
website—FLRA.gov—from a platform that has reached its end-of-life to a fully-supported,
FedRAMP-certified cloud platform that aligns with the President’s Cybersecurity Agenda.
For several years in a row OMB approved the request, but Congress denied it. In FY 2023,
the security of this resource reached an absolutely critical state and the FLRA made the
decision to fund the initial stage of the project—at the expense of other Agency priorities.

FY 2023 Performance Outcomes by Measure

The following table summarizes the strategic plan performance outcomes by measure in
FY 2023.

Strategic Goal 1: We will resolve disputes under the Federal Service Labor-
Management Relations Statute in a timely, high-quality, and impartial manner.

Strategic Objective 1.1: Achieve or exceed case-resolution timeliness measures, as
established by each component.

Performance Goal 1.1.1: Timely investigate, prosecute, and adjudicate each case type

(ULP, REP, ARB, NEG, IMPASSE).

Performance Goal 1.1.2: Resolve overage cases in a timely fashion

FY 23 FY 23
Measure Target Actual Result

1.1.1a: The average age of arbitration
exceptions decided or otherwise 385 days 299 days Met
resolved by the Authority.

1.1.1b (New): The average age of

arbitration cases pending before the 268 days 268 days Met
Authority.

1.1.1c: The percentage of arbitration
cases decided by the Authority within N/A N/A N/A

210 days of the filing of exceptions.

1.1.1d (New): The percentage of
arbitration cases decided or otherwise o o
resolved by the Authority within 210 50% 58% Met
days of assignment to a Member office.

1.1.1e: The average age of negotiability
cases decided or otherwise resolved by 235 days 132 days Met
the Authority.

1.1.1f (New): The average age of
negotiability cases pending before the 250 days 211 days Met
Authority.

1.1.1g: The average age of ULP
exceptions decided or otherwise 100 days 90 days Met
resolved by the Authority.
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1.1.1h (New): The average age of ULP
cases pending before the Authority.

150 days

3 days

Met

1.1.11: The percentage of ULP cases
decided by the Authority within 300
days of issuance of an OALJ decision.

N/A

N/A

N/A

1.1.1; (New): The percentage of ULP
cases decided or otherwise resolved by
the Authority within 300 days of
assignment to a Member office.

75%

100%

Met

1.1.1k: The average age of representation
cases decided or otherwise resolved by
the Authority.

100 days

90 days

Met

1.1.11 (New): The average age of
representation cases pending before
the Authority.

86 days

53 days

Met

1.1.1m: The percentage of representation
cases in which the Authority issued a
decision whether to grant review
within 60 days of the filing of an
application for review.

100%

100%

Met

1.1.1n: The percentage of representation
cases decided by the Authority within
210 days of the filing of an application
for review.

N/A

N/A

N/A

1.1.10 (New): The percentage of
representation cases decided by the
Authority within 210 days of
assignment to a Member office.

75%

80%

Met

1.1.1p: The median age of ULP
complaints decided by the OALdJ.

124 days

60 days

Met

1.1.1q: The percentage of ULP
complaints issued by the General
Counsel resolved or decided in the
OALJ within 180 days of the complaint
being issued.

80%

100%

Met

1.1.1r: The percentage of ULP charges
resolved by the Office of the General
Counsel by complaint, withdrawal,
dismissal, or settlement within 120
days of filing of the charge.

70%

2%

Met

1.1.1s: The percentage of decisions on an
appeal of a Regional Director’s
dismissal of a ULP charge issued by
the General Counsel within 60 days of
the date filed, and in no case more
than 120 days.

95%

100%

Met
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1.1.1t: The percentage of representation
cases resolved by the OGC through
withdrawal, election, or issuance of a
Decision and Order within 120 days of
the filing of a petition.

70%

59%

Not Met

1.1.1x (New): CIP will assign the case to
a Member office within 5 days of the
due date for a final filing (regardless of
whether such a filing has been
received).

5%

100%

Met

1.1.1y (New): CIP will assign the case to
a Member office within 21 days of due
date of final filing.

100%

100%

Met

1.1.2a: The percentage of arbitration
exceptions decided by the Authority
within 365 days of the filing of
exceptions.

N/A

N/A

N/A

1.1.2b (New): The percentage of
arbitration exceptions decided or
otherwise resolved by the Authority
within 365 days of assignment to a
Member office.

75%

81%

Met

1.1.2c: The percentage of negotiability
cases decided or otherwise resolved by
the Authority within 365 days of the
filing of a petition for review.

5%

89%

Met

1.1.2d: The percentage of ULP cases
decided by the Authority within 365
days of issuance of an OALJ decision.

N/A

N/A

N/A

1.1.2e (New): The percentage of ULP
cases decided or otherwise resolved by
the Authority within 365 days of
assignment to a Member office.

90%

100%

Met

1.1.2f: The percentage of representation
cases decided by the Authority within
365 days of the filing of an application
for review.

N/A

N/A

N/A

1.1.2g (New): The percentage of
representation cases decided or
otherwise resolved by the Authority
within 365 days of assignment to a
Member office.

90%

100%

Met

1.1.2h: The percentage of ULP
complaints issued by the General
Counsel decided in the OALJ within
365 days of the complaint being issued.

95%

100%

Met
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1.1.2i: The percentage of ULP charges
resolved by the OGC by complaint,
withdrawal, dismissal, or settlement
within 240 days of filing of the charge.

95%

93%

Not Met

1.1.2j: The percentage of representation
cases resolved by the OGC through
withdrawal, election, or issuance of a
Decision and Order within 365 days of
the filing of a petition.

95%

96%

Met

1.1.2k: The percentage of bargaining-
impasse cases in which the FSIP
declines jurisdiction within 140 days of
the date filed.

90%

100%

Met

1.1.21: The percentage of bargaining-
impasse cases that are voluntarily
settled within 160 days of the date
filed.

80%

100%

Met

1.1.2m: The percentage of bargaining-
impasse cases that the FSIP resolves
through final action that are closed
within 200 days of the date filed.

80%

86%

Met

Strategic Goal 2: We will promote stability in the federal labor-management

community by providing leadership and guidance through Alternative Dispute

Resolution and education.

Strategic Objective 2.1: Offer high-quality outreach and prevention services, as well
as reference resources, to promote more effective labor-management relations across

the Federal Government.

Performance Goal 2.1.1: Provide targeted training, outreach and prevention, and
facilitation activities within the labor-management community.
Performance Goal 2.1.2: Provide effective, useful, up-to-date case-processing and case-
law resources and trainings for the labor-management community.

FY 23 FY 23
Measure Target Actual Result

2.1.1a: The number of training, labor-

management improvement, outreach, 40 112 Met

and facilitation activities delivered.
2.1.1b: The number of recipients of

Fralnmg, labor-management 2,500 992,946 Met

improvement, outreach, and

facilitation activities.
2.1.1c: The percentage of participant

responders who highly rate the 80% 94% Met

training that they received.*

4 Measures participant satisfaction in 99 trainings provided by OGC in FY 2023.
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2.1.1d: The number of times that on-

demand online training is used. 1,000 18,000+ Met

Strategic Objective 2.2: Maximize the use of Alternative Dispute Resolution practices
in case resolution.

Performance Goal 2.2.1: Successful resolution of a significant portion of FLRA cases
through ADR.

Performance Goal 2.2.2: Expanded use of ADR in ARB cases.

Performance Goal 2.2.3: Examination of potential expanded use of ADR in REP cases.

FY 23 FY 23
Measure Target Actual Result

2.2.1a: Percentage of unfair labor
practice cases where OGC offer of ADR
is accepted and case is partially or fully
resolved.

95% 99% Met

2.2.1b: Percentage of representation
cases where OGC offer of ADR is
accepted and case is partially or fully
resolved.

95% 95% Met

2.2.1c: The percentage of appropriate
ULP cases in which ADR services are
offered to the parties or ordered by the
OALJ Chief Judge.

90% 100% Met

2.2.1d: The percentage of ULP cases that
are partially or totally resolved after
ADR services are accepted by the 80% 96% Met
parties or ordered by the OALJ Chief
Judge.

2.2.2a: The percentage of appropriate
arbitration cases pending before the
Authority in which ADR services are
offered to the parties.

20% TBD TBD

2.2.2b: The percentage of arbitration
cases that are partially or totally
resolved after the parties accept an
offer of ADR services.

60% 60% Met

2.2.3a: The percentage of appropriate
negotiability cases pending before the
Authority in which ADR services are
offered to the parties.

90% 100% Met

2.2.3b: The percentage of proposals or
provisions in negotiability cases that
are partially or totally resolved after 90% 99% Met
the parties accept an offer of ADR
services.
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2.2.3c: The percentage of negotiability
cases that are partially or totally

resolved after the parties accept an 90% 100% Met
offer of ADR services.

2.2.3d: The percentage of cases — other
than ULP, arbitration, and
negotiability — that are partially or 75% 75% Met
totally resolved after parties accept an
offer of ADR services.

Strategic Goal 3: We will manage our resources effectively and efficiently in order to
achieve organizational excellence.

Strategic Objective 3.1: Recruit, retain, and develop a highly talented, motivated, and
diverse workforce to accomplish the FLRA’s mission.

Performance Goal 3.1.1: Demonstrate strong recruitment and retention practices.

Measure Result
3.1.1a: Demonstrable, strong recruitment and retention practices. Sgscﬁf)zr?

Performance Goal 3.1.2: Maintain and grow agency expertise through employee
development.

Measure Result
3.1.2a: Maintain and grow agency expertise through employee See P&G
development. Section

Strategic Objective 3.2: Improve usage of existing technology and deploy new IT
systems to streamline and enhance organizational operations.

Performance Goal 3.2.1: Improve eFiling capability and maximize its use in receiving
case filings.

Measure Result
3.2.1a: Expand the use of electronic filing for all components. See P&G
3.2.1b: Move FLRA towards 100% electronic case files, electronic SesCtion

permanent records, and electronic case management.

Performance Goal 3.2.2: Enhance employee technology usage and skills at every level.

Measure Result

3.2.2a: Achieve an exceptional level of information security by increasing
the percentage of systems using a zero-trust model and multifactor
authentication and by promptly complying with cybersecurity orders See P&G
and directives. Section

3.2.2b: Assess how internal and external customers perceive the
effectiveness of the Agency’s IT modernization efforts.

Performance Goal 3.3.1: Achieve high internal customer service scores on delivery of
administrative services.

Measure Result
3.3.1a (New): Improvement in overall employee job satisfaction, as See P&G
demonstrated through the score for question 42 of the Federal Section

Employee Viewpoint Survey (FEVS).

33




FINANCIAL ANALYSIS

The FLRA’s principal financial statements have been prepared to report the financial
position and results of operations of the Agency, pursuant to the requirements of 31
U.S.C. § 3515(b). While the statements have been prepared from the FLRA’s books and
records in accordance with U.S. Generally Accepted Accounting Principles for Federal
entities and the formats prescribed by the OMB, the statements are in addition to the
financial reports used to monitor and control budgetary resources, which are prepared
from the same books and records. The statements should be read with the realization
that they are for a component of the U.S. Government, a sovereign entity.

Balance Sheet

The Balance Sheet presents the FLRA’s financial position through the identification of
Agency assets, liabilities, and net position. The FLRA’s fund balance with the
Department of the Treasury (the Treasury) is approximately 92% of the total assets in
both FY 2022 and FY 2023. The FLRA does not maintain any cash in commercial bank
accounts or foreign currency balances, nor does it have any revolving or trust funds. The
Agency’s second largest asset is its furniture, equipment, and I'T hardware and software,
which are recorded at original acquisition cost, and then depreciated using the straight-
line method over the estimated useful life of the asset.

Total FLRA assets increased to $6.5 million at the end of FY 2023 from $5.5 million at the
end of FY 2022. The Agency made new fixed-asset purchases in FY 2023 of nearly
$362,000, while the net book value of property and equipment already owned experienced
further depreciation.

Assets as of September 30 2023 2022
Fund Balance with Treasury $ 6,006,663 $ 5,264,634
General Property and Equipment 440,858 192,666
Accounts Receivable 47,935 50,392
Prepaid Expenses 39,556 39,926
Total $ 6,535,012 $ 5,547,618

Totals may not add due to rounding.

Funds held with the Treasury are available to pay Agency liabilities, which are the
amount of monies or other resources likely to be paid by the FLRA as a result of
transactions or events that have already occurred. Accrued employee leave, payroll, and
benefits costs, along with accrued workers’ compensation under the Federal Employees
Compensation Act (FECA), accounted for nearly 91% of total liabilities at the end of FY
2023. The remaining 9% reflects the amount owed by the FLRA to vendors and other
Federal agencies for purchased goods and services. Agency liabilities totaled $4.8 million
in FY 2022 and $5.0 million FY 2023.
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Liabilities as of September 30 2023 2022

Federal Employee [and Veteran] $ 3,097,179 $ 2,965,103
Benefits Payable

Accounts Payable 475,308 389,555

Other Liabilities 1,448,012 1,477,388

Total $ 5,020,499 $ 4,832,046

The FLRA’s total net position at the end of FY 2023 was $1.5 million—a $799 thousand
increase from the previous year.

Statement of Net Cost

The Statement of Net Cost presents the gross cost of operating the FLRA’s three major
programs, less any reimbursable revenue earned from those activities. The net cost of
operations in FY 2023 was $29.9 million, which is $1.7 million more than FY 2022. In FY
2023, 61% of the Agency’s direct resources were dedicated to the Authority, which
includes central administrative services provided to the entire Agency; 35%were
dedicated to the OGC; and the remaining 4% were devoted to the FSIP.

FY 2023 Financial Obligations by Budget Object Class

N

= Compensation & benefits (82%) = Other contractual services (9%)

Rent & utilities (8%) Supplies & equipment (1%)

Statement of Changes in Net Position

The Statement of Changes in Net Position reflects the changes that occurred within the
cumulative results of operations and any unexpended appropriations. The cumulative
results of operations represent the net results of operations since inception, the
cumulative amount of prior period adjustments, the remaining book value of capitalized
assets, and future funding requirements. Cumulative results from FY 2022 to FY 2023
reflect a $92 thousand increase totaling $2.8million.

Unexpended appropriations include undelivered orders and unobligated balances.
Undelivered orders reflect the amount of goods and services ordered that have yet to be
received. Unobligated balances are the amount of appropriations or other authority




remaining after deducting the cumulative obligations from the amount available for
obligation. The FLRA had an increase of $707 thousand in total, unexpended Agency
appropriations in FY 2023.

Statement on Budgetary Resources

The Statement on Budgetary Resources reports the budgetary resources available to the
FLRA during FY 2022 to FY 2023 to carry out the activities of the Agency, as well as the
status of those resources at the end of each year. The primary source of FLRA funding is
its annual Salaries and Expenses appropriation from the Congress. The Agency also
receives reimbursements, pursuant to the Economy Act, for travel expenses associated
with training provided by Agency employees on the Statute and the FLRA’s mission.

The FLRA had $30.9 million in total budgetary resources available to it in FY 2023. The
Agency incurred obligations of $30.1 million in FY 2023, with recording outlays of $28.5
million. Total budgetary resources increased by $2.7 million in FY 2023, due primarily to
increased new obligations.

MANAGEMENT ASSURANCES

Annual FFMIA Statement of Assurance

Pursuant to the Federal Financial Management Improvement Act (FFMIA), FLRA
management has assessed that the agency’s financial management systems, including
both financial and financially related (or mixed) systems, comply substantially with (1)
Federal financial management systems requirements, (2) applicable Federal accounting
standards promulgated by FASAB, and (3) the U.S. Standard General Ledger (USSGL) at
the transaction level.

Annual FMFIA Statement of Assurance

Pursuant to the Federal Managers’ Financial Integrity Act (FMFIA), FLRA management
is responsible for managing risks and maintaining effective internal control to meet the
objectives of Sections 2 and 4 of the Federal Managers’ Financial Integrity Act. The
FLRA conducted its assessment of risk and internal control in accordance with OMB
Circular No. A-123, Management’s Responsibility for Enterprise Risk Management and
Internal Control.

Based on the results of this assessment, the FLRA can provide reasonable assurance that
its internal controls over the effectiveness and efficiency of operations, reporting, and
compliance were operating effectively as of September 30, 2023.
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Further, based on our assessment, we determined that the FLRA financial-management
system conforms to applicable financial-systems requirements.

Sug——

Susan Tsui Grundmann

Chairman and Chief Executive and
Administrative Officer

Federal Labor Relations Authority
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FY 2023 PERFORMANCE GOALS AND RESULTS

The FLRA organizes its Strategic Plan by three Strategic Goals which are detailed above
in the Strategic and Performance-Planning Framework section. Each Strategic Goal has
a number of Strategic Objectives. Each Strategic Objective has a number of Performance
Goals with unique and trackable measures, which are used to determine the Agency’s
progress. This section outlines the Agency’s performance goals and results across a 5-
year period.

Strategic goal #1: We will resolve disputes under the Federal Service
Labor-Management Relations Statute in a timely, high-quality, and
impartial manner

PERFORMANCE GOAL 1.1.1: TIMELY INVESTIGATE, PROSECUTE, AND
ADJUDICATE EACH CASE TYPE (ULP, REP, ARB, NEG, IMPASSE).

PERFORMANCE GOAL 1.1.2: RESOLVE OVERAGE CASES IN A TIMELY
FASHION

Representation cases

The Statute sets out a specific procedure for employees to petition to be represented by a
labor union and to determine which employees will be included in a “bargaining unit” that
a union represents. Implementing this procedure, the OGC, on behalf of the Authority,
conducts secret-ballot elections for union representation and resolves a variety of issues
related to questions of union representation of employees. These issues include, for
example, whether particular employees are managers or “confidential” employees
excluded from union representation, whether there has been election misconduct on the
part of agencies or unions, and whether changes in union and agency organizations affect
existing bargaining units. Representation cases are initiated when an individual, a labor
organization, or an agency files a petition with a Regional Office. After a petition is filed,
the Regional Director conducts an investigation, which may include holding a hearing to
determine the appropriateness of a unit or other matter related to the petition. After
concluding such investigation, the Regional Director may conduct a secret-ballot election
or issue a Decision and Order, which is final unless an application for review (appeal) is
filed with the Authority. The Authority resolves appeals to the Decision and Orders of
the Regional Directors and these Authority decisions set legal precedent on the meaning
and operation of the Statute in the representation context.

Unfair Labor Practice cases

The General Counsel has independent responsibility for the investigation, settlement,
and prosecution, of ULP charges. ULP cases originate with the filing of an unfair labor
practice charge in a Regional Office by an employee, a labor organization, or an agency.
Once a charge has been filed, the Regional Office will investigate the charge to determine
whether it has merit. If the Regional Director determines that the charge has merit, then
the Regional Director will, absent settlement, issue and prosecute a complaint before an
ALJ. If the Regional Director determines that the charge lacks merit, then the charging
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party is entitled to a written explanation, and, if not satisfied, may appeal that decision to
the General Counsel in Washington, D.C. If the General Counsel upholds the dismissal,
then the case is closed. The Authority has appointed ALdJs to hear ULP cases prosecuted
by the General Counsel. The OALJ transmits recommended decisions of the ALJs to the
Authority, which may affirm, modify, or reverse the ALdJs in whole or in part on
exceptions (appeal). Authority decisions set legal precedent on the meaning, operation,
and enforcement of the Statute. If no exceptions are filed to an ALJ’s recommended
decision, then the Authority adopts the recommended decision without precedential
significance.

Arbitration cases

The Statute requires that collective-bargaining agreements between agencies and unions
include negotiated grievance procedures that provide for binding arbitration of
grievances. Either party to grievance arbitration may file with the Authority an
“exception” to (an appeal of) an arbitrator’s award. The Authority will review an
arbitrator’s award to which an exception has been filed to determine whether the award
is deficient because it is contrary to any law, rule, or regulation, or on grounds similar to
those applied by Federal courts in private-sector, labor management relations. After the
Authority issues a decision that resolves exceptions to an arbitration award, or no
exceptions (or procedurally sufficient exceptions) are filed, the arbitration award becomes
final and binding, and a party’s refusal to comply with the award may be a ULP. If a
party disagrees with an Authority decision in an arbitration case, then the party may file
a motion for reconsideration.

Negotiability cases

A primary responsibility of the Authority under the Statute is to resolve “negotiability”
appeals. A Federal agency bargaining with a union may claim that a particular union
proposal cannot be bargained because it conflicts with Federal law, a Government-wide
rule or regulation, or an agency regulation for which there is a compelling need. In
addition, agency heads may disapprove collective-bargaining agreements if those
agreements are contrary to law. In both of these situations, a union may petition the
Authority to resolve the negotiability dispute. The Authority’s decisions in negotiability
disputes set legal precedent on the meaning and operation of the Statute, and may be
appealed to a U.S. Court of Appeals.

Bargaining-Impasse cases

In carrying out the right to bargain collectively, on occasion union representatives and
Federal agencies fail to reach agreement on issues; the bargaining reaches an impasse.
Several options are available by which the parties may attempt to resolve the impasse.
The parties may: decide, on their own, to use certain techniques to resolve the impasse,
but may proceed to private, binding arbitration only after the FSIP approves the
procedure; seek the services and assistance of third-party mediation such as the FMCS; or
seek the assistance of the FSIP in resolving the negotiation impasse, after the assistance
of third-party mediation has failed.
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Authority 2024 2025

Arbitration Cases el A0 AP Est. Est.
Cases pending, start of year 146 121 76 80 63
Exceptions filed (Intake) 118 81 75 91* 822
Total caseload 264 202 151 171 145
Cases closed procedurally 23 22 8 15 13
Cases closed based on merits 120 104 63 93 96
Total cases closed (Output)3 143 126 71 108 109
Cases pending, end of year 121 76 80 63 36

*Estimate based on three-year average from 2021-2023.
2Estimate based on average of 2022, 2023, and estimated average 2024.
3Estimated output assumes a full complement of Members and full staffing in the Member offices, CIP, and

CADRO.
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Measure 1.1.1a (Previously 1.1.1): The average age of arbitration exceptions
decided or otherwise resolved by the Authority.

Results Targets

395 days

2021 Not Met 2021 248 days
405 days

2022 Not Met 2022 375 days
299 days

2023 Mot 2023 385 days

2024 284 days

2025 270 days

Measure 1.1.1b (New): The average age of arbitration cases pending before the

Authority.
Results Targets
2022 N/A 2022 N/A
2023 ]2‘5; days 2023 268 days
2024 255 days
2025 242 days

Measure 1.1.1c (Previously 1.1.2): The percentage of arbitration cases
decided by the Authority within 210 days of the filing of exceptions.

Results Targets

29% - (42/143 cases) 0
2021 Not Met 2021 75%

23% - (32/126 cases) 0
2022 Not Met 2022 75%
2023 N/A* 2023 N/A
*Measure not in effect in FY 2023. 2024 N/A
2025 N/A

Measure 1.1.1d (New): The percentage of arbitration cases decided or
otherwise resolved by the Authority within 210 days of assignment to a Member

office.
Results Targets
2022 N/A 2022 N/A
2023 58% - (35/60 cases) 2023 50%
Met
2024 50%
2025 50%




Authority 2024 2025

Negotiability Cases Al Al ) Est. Est.
Cases pending, start of year 65 34 20 16 13
Petitions filed (Intake) 48 53 49 50* 502
Total caseload 113 87 69 66 63
Cases closed procedurally 43 57 46 38 38
Cases closed based on merits 36 10 7 15 15
Total cases closed (Output)3 79 67 53 53 53
Cases pending, end of year 34 20 16 13 10

*Estimate based on three-year average from 2021-2023.
2Estimate based on average of 2022, 2023, and estimated average 2024.

3Estimated output assumes a full complement of Members and full staffing in the Member offices, CIP, and

CADRO
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Measure 1.1.1e (Previously 1.1.3): The average age of negotiability cases
decided or otherwise resolved by the Authority.
Results Targets
235 days
2021 Not Mot 2021 161 days
247 days
2022 Not Met 2022 223 days
132 days
2023 Met 2023 235 days
2024 125 days
2025 119 days
Measure 1.1.1f (New): The average age of negotiability cases pending before
the Authority.*
Results Targets
2022 N/A 2022 N/A
211 days
2023 Mot 2023 250 days
*Measured at the end of the fiscal year. 2024 200 days
2025 190 days
Authority 2024 2025
ULP Cases Al —— AL Est. Est.
Cases pending, start of year 3 2 2 1 0
Cases filed (Intake) 4 11 12 12 12
Total caseload 7 13 14 13 12
Cases closed procedurally 1 9 11 8 9
Cases closed based on merits 4 2 2 5 3
Total cases closed (Output)* 5 11 13 13 12
Cases pending, end of year 2 2 1 0 0
*Estimated output assumes a full complement of Members and full staffing in the Member offices, CIP, and CADRO
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Measure 1.1.1g (Previously 1.1.5): The average age of ULP exceptions
decided or otherwise resolved by the Authority.

Results Targets
554 days
2021 Not Met 2021 226 days
105 days
2022 Met 2022 526 days
90 days
2023 Mot 2023 100 days
2024 85 days
2025 81 days
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Measure 1.1.1h (New): The average age of ULP cases pending before the
Authority.*
Results Targets
2022 N/A 2022 N/A
3 days
2023 Met 2022 150 days
*Measured at the end of the fiscal year. 2024 142 days
2025 135 days
Measure 1.1.1i (Previously 1.1.6): The percentage of ULP cases decided by
the Authority within 300 days of issuance of an OALJ decision.
Results Targets
40% — (2/5 cases) o
2021 Not Mot 2021 75%
0 —
92022 100% — (11/11 cases) 2022 75%
Met
2023 N/A* 2023 N/A
*Measure not in effect in FY 2023. 2024 N/A
2025 N/A
Measure 1.1.1j (New): The percentage of ULP cases decided or otherwise
resolved by the Authority within 300 days of assignment to a Member office.
Results Targets
2022 N/A 2022 N/A
0 —
2023 100% — (2/2 cases) 2023 75%
Met
2024 75%
2025 75%
Authority 2024 2025
Representation Cases R A Al Est. Est.
Cases pending, start of year 4 3 2 4 3
Applications for review (Intake) 3 5 7 5 6
Total caseload 7 8 9 9 9
Cases closed procedurally 0 1 0 0 0
Cases closed based on merits 4 5 5 6 6
Total cases closed (Output)* 4 6 5 6 6
Cases pending, end of year 3 2 4 3 3

*Estimated output assumes a full complement of Members and full staffing in the Member offices, CIP, and CADRO
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Total Authority Representation Caseload
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Measure 1.1.1k (Previously 1.1.7): The average age of representation cases
decided or otherwise resolved by the Authority.

Results Targets
225 days
2021 Not Mot 2021 184 days
119 days
2022 Mot 2022 214 days
90 days
2023 Mot 2023 100 days
2024 85 days
2025 81 days




Measure 1.1.11 (New): The average age of representation cases pending

before the Authority.*
Results Targets
2022 N/A 2022 N/A
53 days
2023 Met 2023 86 days
*Measured at the end of the fiscal year. 2024 50 days
2025 47 days

days of the filing of an application for review.

Measure 1.1.1m (Previously 1.1.8): The percentage of representation cases
in which the Authority issued a decision whether to grant review within 60

Results Targets
0 _
2021 100% — (4/4 cases) 2021 100%
Met
or _
2022 100% — (6/6 cases) 2022 100%
Met
or _
2023 100% — (5/5 cases) 2023 100%
Met
2024 100%
2025 100%
Measure 1.1.1n (Previously 1.1.9): The percentage of representation cases
decided by the Authority within 210 days of the filing of an application for
review.
Results Targets
0 —
2021 75% — (3/4 cases) 2021 75%
Met
of
2022 83% — (5/6 cases) 2022 75%
Met
2023 N/A* 2023 N/A
*Measure not in effect in FY 2023. 2024 N/A
2025 N/A

Member office.

Measure 1.1.10 (New): The percentage of representation cases decided or
otherwise resolved by the Authority within 210 days of assignment to a

Results Targets
2022 N/A 2022 N/A
2023 80% - (4/5 cases) 2023 75%
Met
2024 75%
2025 75%
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OALJ 2024 2025
ULP Cases AL AL Al Est. Est.
Cases pending, start of year 0 103 115 213 134
Complaints received (Intake) 130 134 423 125 125
Total caseload 130 237 538 338 259
Settlements before hearing 0 95 311 169 129
Cases closed by decision 27 27 14 35 45
Total cases closed (Output) 27 122 325 204 174
Cases pending, end of year 103 115 213 134 85
Total OALJ ULP Caseload
600 a—
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400 i
23
300 < 25 i
200 — 34 3
100 /,I3o I— .— . . —,_,r/
. - ] | | /
2021 2022 2023 2024 Est. 2025 Est.
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Total OALJ ULP Cases Closed
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50 e ~
| - e
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Measure 1.1.1p (Previously 1.1.10): The median age of ULP complaints
decided by the OALJ. *

Results Targets
2021 | 89 days 2021 124 days
Met y
71 days
2022 Met 2022 124 days
60 days
2023 Met 2023 124 days
*OALdJ performance standards remain to resolve 80 2024 124 days
percent of ULP complaints within 180 days of filing
and 95 percent within 365 days. 2025 124 days

Measure 1.1.1q (Previously 1.1.11): The percentage of ULP complaints
issued by the General Counsel resolved or decided in the OALJ within 180 days
of the complaint being issued. *

Results Targets
oL
2021 100% — (2/2 cases) 2021 30%
Met
o _
2022 100% — (27/27 cases) 2022 30%
Met
o _
2023 100% — (256/256 cases) 2023 30%
Met
*OALJ performance standards remain to resolve 80 2024 80%
percent of ULP complaints within 180 days of filing
and 95 percent within 365 days. 2025 80%
oGC 2024 2025
ULP Cases A Al A Est. Est.
Cases pending, start of year 903 1031 1295 1112 1401
Charges filed (Intake) 2471 2917 2641 2785 2785
Total caseload 3374 3948 3936 3897 4186
Charges withdrawn/settled 1850 2103 1950 1968 1968
Charges dismissed 363 416 447 403 403
Complaints issued? 130 134 427 1252 1252
Total cases closed (Output)* 2343 2653 2824 24963 24963
Cases pending, end of year? 1031 1295 1112 1401 1690

* Based on OGC FTE 27 in FY 2021-25.
1The OGC was unable to issue complaints in the absence of a General Counsel from November 17, 2017, until an Acting
General Counsel was designated on March 23, 2021.
2The OGC is currently without a General Counsel or Acting General Counsel. The estimates for complaints are
assuming a confirmed General Counsel is in place within that FY.
3 Although currently without a General Counsel, the OGC will be litigating, through October 30, 2024, those cases where
complaint issued by August 1, 2023, and have not settled — currently at 242.
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Measure 1.1.1r (Previously 1.1.12): The percentage of ULP charges resolved
by the Office of the General Counsel by complaint, withdrawal, dismissal, or
settlement within 120 days of filing of the charge.

Results Targets
0 —
2021 94% — (2208/2343 cases) 2021 70%
Met
0 —
92022 85% — (2245/2653 cases) 2022 70%
Met
72% — (2027/2826 cases) 0
2023 Not Met 2023 70%
2024 70%
2025 70%
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Measure 1.1.2i (Previously 1.2.11): The percentage of ULP charges resolved
by the OGC by complaint, withdrawal, dismissal, or settlement within 240 days

of filing of the charge.

Results Targets
o,
2021 99.8% (2338/2343 cases) 2021 95%
Met
0
2022 98.6% (2616/2653 cases) 2022 95%
Met
93% (2627/2826 cases) 0
2023 Not Met 2023 95%
2024 95%
2025 95%
oGC 2024 2025
Representation Cases Al A Al Est. Est.
Cases pending, start of year 38 48 82 81 102
Petitions filed (Intake) 135 201 192 182 182
Total caseload 173 249 274 263 284
Petitions withdrawn 42 80 70 66 66
Cases closed based on merits 83 87 123 95 95
Total cases closed (Output)* 125 167 193 161 161
Cases pending, end of year 48 82 81 102 123

*Based on OGC average FTE 27 average in FY 2021-25.
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Total Representation Cases Closed
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Measure 1.1.1t (Previously 1.1.14): The percentage of representation cases
resolved by the OGC through withdrawal, election, or issuance of a Decision
and Order within 120 days of the filing of a petition.

Results Targets

0

2021 T7% (96/125 cases) 2021 70%
Met
V)

2022 74% (122/167 cases) 92022 70%
Met

59% (113/193 cases) 0

2023 Not Met 2023 70%

2024 70%

2025 70%

Measure 1.1.2j (Previously 1.2.12): The percentage of representation cases
resolved by the OGC through withdrawal, election, or issuance of a Decision

and Order within 365 days of the filing of a petition.
Results Targets
0,
2021 100% (125/125 cases) 2021 95%
Met
0
2022 97% (161/167 cases) 92022 95%
Met
o,
2023 96% (185/193 cases) 2023 95%
Met
2024 95%
2025 95%

52




oGceC 2024 2025

ULP Appeals AL Al AP Est. Est.
Appeals pending, start of year 407 396 366 399 447
Appeals filed (Intake) 70 118 113 98 98
Total caseload 477 514 479 497 545
Appeals closed (Output)* 81 148 80 501 50!
Appeals pending, end of year 396 366 399 447 495

*The OGC was unable to issue decisions on appeals in the absence of a General Counsel, except where a
jurisdictional issue is presented, from November 17, 2017, until an Acting General Counsel was designated on
March 23, 2021.

1 The OGC is currently without a General Counsel or Acting General Counsel. The estimates for appeals are
assuming a confirmed General Counsel is in place within that FY.
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Measure 1.1.1s (Previously 1.1.13): The percentage of decisions on an appeal
of a Regional Director’s dismissal of a ULP charge issued by the General Counsel
within 60 days of the date filed, and in no case more than 120 days.

Results Targets
2021 100% (81/81) 2021 95%
2022 100% (148/148) 2022 95%
2023 100% (80/80) 2023 95%
2024 95%
FSIP 2024 2025
Impasses elel AL Al Est. Est.
Cases pending, start of year 22 45 16 17 11
Impasses filed (Intake) 68 92 84 90 90
Total caseload 90 137 100 107 101
Panel Decision 21 15 11 * *
Panel declined jurisdiction 4 29 23 * *
Settled with Panel assistance 2 38 17 * *
Voluntarily withdrawn 18 39 32 * *
Cases closed total (Output) 45 121 83 96* 96*
Cases pending, end of year 45 16 17 11* 5*

*The FSIP anticipates closing as many or more cases as are filed in any given year. The means by which cases
are closed is driven by the parties and directive of the Panel.
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Measure 1.1.1x (New): CIP will assign the case to a Member office within 5
days of the due date for a final filing (regardless of whether such a filing has

been received).

Results Targets
2022 N/A 2022 N/A
100% 0
2023 Met 2023 75%
2024 75%
2025 75%

Measure 1.1.1y (New): CIP will assign the case to a Member office within 21

days of due date of final filing.

Results Targets
2022 N/A 2022 N/A
100% .
2023 Mot 2023 100%
2024 100%
2025 100%

Measure 1.1.2a (Previously 1.2.1): The percentage of arbitration exceptions
decided by the Authority within 365 days of the filing of exceptions.

Results Targets

49% — (70/143 cases) o
2021 Not Met 2021 90%

56% — (70/126 cases) 0
2022 Not Met 2022 90%
2023 N/A* 2023 N/A
*Measure not in effect in FY 2023. 2024 N/A
2025 N/A
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Measure 1.1.2b (New): The percentage of arbitration exceptions decided or
otherwise resolved by the Authority within 365 days of assignment to a Member
office.

Results Targets
2022 N/A 2022 N/A
2023 81% - (54/71 cases) 2023 75%
Met
2024 75%
2025 75%

Measure 1.1.2c (Previously 1.2.2): The percentage of negotiability cases
decided or otherwise resolved by the Authority within 365 days of the filing of a
petition for review.

Results Targets
of
2021 86% — (68/79 cases) 2021 75%
Met
or
2022 75% — (50/6'7 cases) 2022 75%
Met
0 —
2023 89% — (47/53 cases) 2023 75%
Met
2024 75%
2025 75%

Measure 1.1.2d (Previously 1.2.3): The percentage of ULP cases decided by
the Authority within 365 days of issuance of an OALJ decision.

Results Targets
40% — 2/5 cases) 0
2021 Not Met 2021 90%
oL
2029 100% — 11/11 cases) 2022 90%
Met
2023 N/A* 2023 N/A
*Measure not in effect in FY 2023. 2024 N/A
2025 N/A

Measure 1.1.2e (New): The percentage of ULP cases decided or otherwise
resolved by the Authority within 365 days of assignment to a Member office.

Results Targets
2022 N/A 2022 N/A
2023 100% — (2/2 cases) 2023 90%
Met
2024 90%
2025 90%
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Measure 1.1.2f (Previously 1.2.4): The percentage of representation cases
decided by the Authority within 365 days of the filing of an application for

review.
Results Targets

75% — (3/4 cases) 0
2021 Not Met 2021 100%

83% — (5/6 cases) o
2022 Not Met 2022 100%

2023 N/A* 2023 N/A
*Measure not in effect in FY 2023. 2024 N/A
2025 N/A

Measure 1.1.2g (New): The percentage of representation cases decided or
otherwise resolved by the Authority within 365 days of assignment to a Member

office.
Results Targets
2022 N/A 2022 N/A
2023 100% — (5/5 cases) 2023 90%
Met
2024 90%
2025 90%

Measure 1.1.2h (Previously 1.2.10): The percentage of ULP complaints
issued by the General Counsel decided in the OALJ within 365 days of the
complaint being issued. *

Results Targets
7
2021 100% — (2/2 cases) 2021 95%
Met
0 f—
2022 100% — (27/27 cases) 2022 95%
Met
0 f—
2023 100% — (199/200 cases) 2023 95%
Met
*OALJ performance standards remain to resolve 80 2024 95%
percent of ULP complaints within 180 days of filing
and 95 percent within 365 days. 2025 95%

Measure 1.1.2k (Previously 1.2.13): The percentage of bargaining-impasse
cases in which the FSIP declines jurisdiction within 140 days of the date filed.
Results Targets

V79
2021 100% - (4/4 cases) 2021 90%
Met
V798
2029 100% - (29/29 cases) 2029 90%
Met
0 -
2023 100% - (18/18 cases) 2023 90%
Met
2024 90%
2025 90%
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Measure 1.1.21 (Previously 1.2.14): The percentage of bargaining-impasse
cases that are voluntarily settled within 160 days of the date filed.
Results Targets
of
2021 100% — (2/2 cases) 2021 30%
Met
0 —
2022 100% — (38/38 cases) 92022 30%
Met
0 —
2023 100% — (18/18 cases) 2023 30%
Met
2024 80%
2025 80%
Measure 1.1.2m (Previously 1.2.15): The percentage of bargaining-impasse
cases that the FSIP resolves through final action that are closed within 200 days
of the date filed.
Results Targets
of
2021 95% — (20/21 cases) 2021 30%
Met
0 _
92022 100% — (15/15 cases) 92022 30%
Met
04—
2023 86%— (6/7 cases) 2023 30%
Met
2024 80%
2025 80%

Strategic Goal 2: We will promote stability in the federal labor-
management community by providing leadership and guidance through
Alternative Dispute Resolution and education.

Key to the FLRA’s strategic objectives is to offer high-quality mediation, settlement
conferences, outreach and prevention services as well as resources to promote more
effective labor-management relations across the Federal Government. ADR is a collection
of tools that provide informal conflict prevention, management, and resolution. These
tools allow parties to discuss and develop their interests in order to resolve the underlying
issues and problems in their labor-management relationships. The FLRA utilizes
interest-based conflict resolution and intervention services in pending ULP cases,
representation cases, arbitration cases, negotiability appeals, and bargaining-impasse
disputes.

The FLRA also provides facilitation and training to help labor and management develop
constructive relationships capable of solving difficult problems and making mission-
critical decisions, as well as avoiding and resolving future conflict.

58




PERFORMANCE GOAL 2.1.1: PROVIDE TARGETED TRAINING,
OUTREACH AND PREVENTION, AND FACILITATION ACTIVITIES
WITHIN THE LABOR-MANAGEMENT COMMUNITY.

PERFORMANCE GOAL 2.1.2: PROVIDE EFFECTIVE, USEFUL, UP-TO-
DATE CASE-PROCESSING AND CASE-LAW RESOURCES AND
TRAININGS FOR THE LABOR-MANAGEMENT COMMUNITY

Each FLRA component delivers training and outreach in a manner reflecting its unique
expertise. The OGC, as well as the Authority, delivers case-processing and case-law
training services that have a statutory focus, which makes them appropriate for remote,
online, and recorded media. In FY 2023, the FLRA provided 112 in-person and virtual
trainings. OGC provided 99 of the trainings and 94% of the 9063 participants in those
trainings rated the trainings as effective or highly effective. The FLRA also provided on-
demand training sessions on the FLRA YouTube channel, to over 18,000 participants.

CADRO offers various prevention services that are designed to help party representatives
more effectively and efficiently solve complex workplace problems and make important
decisions, which can be especially difficult in traditional labor-management relationships.
Communication skills, interest-based problem-solving skills, facilitation skills, collective-
bargaining skills, dispute-resolution techniques, and effective advocacy in ADR forums
are just some of what CADRO staff teach management and union representatives. For
some parties, the goal is to repair damaged workplace relationships. For others, the goal
is to improve the operation of a constructive, traditional labor-management relationship.
For yet others, CADRO staff help parties develop and implement a trajectory from a
traditional labor-management relationship to a highly collaborative labor-management
partnership. Ultimately, CADRO offers these services to help parties improve mission
performance, quality of work-life, and day-to-day workplace relationships.

By training parties on their statutory rights and obligations, as well as improving labor-
relations, the FLRA exercises leadership in the manner envisioned by the Statute and by
the President’s Executive Order Protecting the Federal Workforce (14003), his Executive
Order on Worker Organizing and Empowerment (14025), and the 2022 report of the
White House Task Force on Worker Organizing and Empowerment adopted by the
President.

In situations where parties experience labor-management challenges, targeted assistance
can promote stable labor-management relationships by educating the parties regarding
their statutory rights and obligations. It can also promote effective and efficient
Government by assisting parties in addressing their disputes without necessarily
resorting to formal filings. Additional targeted assistance may take various forms,
including offering training to parties on particular topics that have given rise to frequent
ULP charges, negotiability disputes, or arbitration exceptions. Other types of assistance
might be most appropriate for parties experiencing broader labor-management
challenges. For parties involved in complex representational matters, targeted assistance
can include conducting conferences with the parties to assist them in identifying and, if
feasible, resolving relevant issues.
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Measure 2.1.1a (Previously 2.1.1): The number of training, labor-management

improvement, outreach, and facilitation activities delivered.

Results Targets

FY 2021 94 FY 2021 40
Met
76

FY 2022 FY 2022 40
Met

FY 2023 112 FY 2023 40
Met

FY 2024 40

FY 2025 40

Measure 2.1.1b (Previously 2.1.2): The number of recipients of training, labor-

management improvement, outreach, and facilitation activities.*

Results Targets
FY 2021 7,886 FY 2021 2,500
Met
FY 2022 18,791 FY 2022 2,500
Met
FY 2023 22];496:16 FY 2023 15,000
*Virtual training began in 2020 leading to significant FY 2024 15,000
increases in reach.
FY 2025 15,000

Measure 2.1.1c (Previously 2.1.3): The percentage of participant responders who

highly rate the training that they received.

Results Targets

0,

FY 2021 93% FY 2021 80%
Met
0,

FY 2022 96% FY 2022 80%
Met

0/ %

FY 2023 94% FY 2023 80%
Met

*Reflects ratings of 99 trainings provided by OGC. FY 2024 80%

FY 2025 80%




Measure 2.1.1d: (Previously 2.1.4): The number of times that on-demand online

training is used.

Results Targets
FY 2022 15,000+ FY 2022 1,000
Met
FY 2023 18}3‘?* FY 2023 1,000
e
* New FY 2022 Measure. FY 2024 1’000
FY 2025 1,000

PERFORMANCE GOAL 2.2.1: SUCCESSFUL RESOLUTION OF A
SIGNIFICANT PORTION OF FLRA CASES THROUGH ADR

Parties normally litigate because they want an answer to a legal question. Getting an
answer to a legal question is different from solving the problem that gave rise to the legal
question. A large percentage of parties to cases before the FLRA elect to use our ADR
services to prevent and solve workplace problems.

ADR is any type of dispute resolution process—other than litigation—that is
administered by a third party who has no stake in the outcome. There are many types of
ADR, from facilitative at one end of the spectrum, to evaluative at the other. Types of
ADR used by skilled professionals at the FLRA include mediation, facilitation, settlement
conferences, and mediation-arbitration. Other ADR tools are also used when appropriate.

Measure 2.2.1a (Previously 2.2.1): Percentage of unfair labor practice cases where
OGC offer of ADR is accepted and case is partially or fully resolved.

Results Targets

FY 2021 99% FY 2021 95%
Met
0,

FY 2022 99% FY 2022 95%
Met
0

FY 2023 99% FY 2023 95%
Met

FY 2024 95%

FY 2025 95%
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Measure 2.2.1b (Previously 2.2.2): Percentage of representation cases where OGC

offer of ADR is accepted and case is partially or fully resolved.

Results Targets

0,

FY 2021 100% FY 2021 95%
Met
0,

FY 2022 99% FY 2022 95%
Met
0,

FY 2023 95% FY 2023 95%
Met

FY 2024 95%

FY 2025 95%

Measure 2.2.1c (New): The percentage of appropriate ULP complaints in which ADR

services are offered to the parties or ordered by the OALJ Chief Judge.

Results Targets

)

FY 2022 100% FY 2022 90%
Met

)
FY 2023 100% FY 2023 90%

Met
* New FY 2022 Measure. FY 2024 90%
FY 2025 90%

Measure 2.2.1d (New): The percentage of ULP cases that are partially or totally

resolved after ADR services are accepted by the parties or ordered by the OALJ Chief

Judge.
Results Targets

0,
FY 2022 88% FY 2022 80%

Met

0,
FY 2023 6% FY 2023 80%

Met
* New FY 2022 Measure. FY 2024 80%
FY 2025 80%
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Measure 2.2.2a (New): The percentage of appropriate arbitration cases pending before

the Authority in which ADR services are offered to the parties.*

Results Targets
FY 2022 N/A FY 2022 N/A
FY 2023 N/A FY 2023 20%
* New FY 2022 Measure. Cases just started 8/2022 — Data FY 2024 50%
forthcoming
FY 2025 50%

Measure 2.2.2b (New): The percentage of arbitration cases that are partially or totally

resolved after the parties accept an offer of A

DR services.

Results Targets
FY 2022 N/A FY 2022 N/A
0
FY 2023 60% FY 2023 60%
Met
* New FY 2022 Measure. Cases just started 8/2022 — Data FY 2024 60%
forthcoming
FY 2025 60%

Measure 2.2.3a (New): The percentage of appropriate negotiability cases pending

before the Authority in which ADR services are offered to the parties.

Results Targets
o,
FY 2022 100% FY 2022 90%
Met
o,
FY 2023 100% FY 2023 90%
Met
* New FY 2022 Measure. FY 2024 90%
FY 2025 90%

Measure 2.2.3b (New): The percentage of proposals or provisions in negotiability cases

that are partially or totally resolved after the parties accept an offer of ADR services.

Results Targets

o)
FY 2022 1004’1(\41:0/ 170) FY 2022 90%

o)
FY 2023 99% (]2”8? 291) FY 2023 90%

e

* New FY 2022 Measure. FY 2024 90%
FY 2025 90%
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Measure 2.2.3c (New): The percentage of negotiability cases that are partially or

totally resolved after the parties accept an offer of ADR services.

Results Targets

0,
FY 2022 100% (1]32 33 cases) FY 2022 90%

0,
FY 2023 100% (2]5”/%5 cases) FY 2023 90%

e

* New FY 2022 Measure. FY 2024 90%
FY 2025 90%

Measure 2.2.3d (New): The percentage of cases — other than ULP, arbitration, and

negotiability — that are partially or totally resolved after parties accept an offer of ADR
services.

Results Targets

0,

FY 2022 100% 53’ t5 cases) FY 2022 75%
e

0,
FY 2023 76% (3/4 ‘jtcases) FY 2023 75%
* New FY 2022 Measure. FY 2024 75%
FY 2025 75%

Strategic goal 3: We will manage our resources effectively and efficiently
in order to achieve organizational excellence.

The FLRA’s ability to fulfill its core mission under the Statute depends on excellent
management of the organization and its resources. The organizational-excellence goal
emphasizes how the Agency’s employees, IT infrastructure, and allocation of resources
are central to achieving all of the strategic goals and objectives outlined in the strategic
plan.

The landscape of the Federal workplace and workforce continues to evolve, especially in
light of COVID and the need to rapidly respond to the changing future of work. It is
crucial to simultaneously focus on developing the workforce of the future while retaining
valuable institutional knowledge.

The Agency is prepared to meet ever-changing business demands through the innovative
use of IT to best manage the workload and interact with parties. The FLRA continues to
be an effective steward of taxpayer dollars. The Agency’s future operational approaches
are designed to foster nimble and seamless deployment of resources coupled with cost-
avoidance strategies to support productive labor-management relations across the
Federal Government.
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PERFORMANCE GOAL 3.1.1: DEMONSTRATE STRONG RECRUITMENT
AND RETENTION PRACTICES

Measure 3.1.1a (Previously 3.1.1): Demonstrable, strong recruitment and
retention practices.

Results

2021

e Conducted an Agency-wide recruitment effort for additional members

for the Agency Diversity, Equity, Inclusion and Accessibility Team. The
team now has 15 members that we believe properly reflect the diversity
of the Agency.

Developed the official charter for the team that was approved by all
members and established subcommittees to address the necessary
actions in line with the new administration’s Executive Orders and
mandates related to DEIA. The subcommittees include but are not
limited to Training, Recruiting and Hiring, Agency Events, and Policy
Review.

2022

Continued to reinforce recruitment and retention of a diverse and
inclusionary workforce.

Developed an Agency-wide workforce demographic survey to gain more
in-depth information from Agency employees to establish various
employee groups and committees to facilitate diverse Agency programs
and policies.

Acquired a new, automated Time and Attendance system and a more
secure e-OPF (online Official Personnel Folder) system.

Developed new and improved recruitment strategies based on overall
time to hire assessments.

Developed an Agency entrance and exit survey for all employees to gain
data on incoming perceptions of the Agency and why employees are
leaving the Agency. This Data will assist us in recruitment planning
and providing the proper consultation to management for developing an
