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SUBJECT:

Grievance of the Parties: OCIO Unfair Labor Practices and Violations
of the Collective Bargaining Agreement, Laws, and Regulations

AFGE Local 476 (Union) files this Grievance of the Parties against the Department of Housing
and Urban Development (HUD or the Agency) in accordance with Article 51, Section 51.15 of
the HUD-AFGE Council 222 Collective Bargaining Agreement (Agreement) based on HUD’s
unfair labor practices and violations of our Agreement and applicable law.
The Union recently learned that the Office of the Chief Information Officer (OCIO) Enterprise
Program Management Division committed unfair labor practices and violated the Agreement
when it issued new performance standards to bargaining unit employees on or about January 27,
2021 (effective February 4, 2021), without complying with the performance planning process for
the development of SMART Standards and Elements, by failing to provide training necessary to
meet objective standards, and by failing to apply critical elements and objective standards in a
fair and equitable manner as required by the Agreement. Mr. Paul Theisen and Mr. Carlos
Schwarzbauer improperly issued 17 letters of performance concern (Exhibit 1) to bargaining unit
employees in a manner that relied on the noncompliant performance standards, misapplied those
standards, and was unfair and inequitable.
Grievance
A. With regard to the bargaining unit employees of the OCIO Enterprise Program Management
Division, and other divisions as applicable, HUD has committed unfair labor practices by
violating the Federal Service Labor-Management Relations Statute, 5 U.S.C. Chapter 71 (the
Labor-Management Statute), including but not limited to the following:
1. HUD violated 5 U.S.C. § 7116(a)(1) by interfering with, restraining, or coercing any
employee in the exercise by the employee of any right under this chapter.
2. HUD violated 5 U.S.C. § 7116(a)(2) by discouraging membership in the Union by
discriminating against employees who raised concerns to the Union.
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3. HUD violated 5 U.S.C. § 7116(a)(4) by disciplining or otherwise discriminating against
an employee because the employee has filed a complaint, affidavit, or petition, or has
given any information or testimony under this chapter.
4. HUD violated 5 U.S.C. § 7116(a)(5) by failing to consult or negotiate in good faith with a
labor organization as required by this chapter.
5. HUD violated 5 U.S.C. § 7116(a)(7) by enforcing a rule or regulation which is in conflict
with any applicable collective bargaining agreement if the agreement was in effect before
the date the rule or regulation was prescribed.
6. HUD violated 5 U.S.C. § 7116(a)(8) by otherwise failing or refusing to comply with any
provision of this chapter, including but not limited to failing to provide information
requested under 5 U.S.C. § 7114(b)(4) (see Exhibit 2) and failing to give the Union the
opportunity to be represented at any formal discussion between one or more
representatives of the agency and one or more employees concerning any grievance or
any personnel policy or practices or other general condition of employment.
B. With regard to the bargaining unit employees of the OCIO Enterprise Program Management
Division, and other divisions as applicable, HUD violated pertinent OPM regulations and all
other related laws and regulations by failing to establish performance standards that permit the
accurate evaluation of job performance on the basis of objective criteria related to the job in
question for each employee or position under the system. In addition, HUD has violated the
Agreement and all other related laws and regulations as described below:
1. Sections 4.03 and 4.04. HUD failed to inform the Union of formal discussions, to provide
the required notice, and to afford the Union an opportunity to participate.
2. Section 13.02. Where and if applicable, HUD failed to address serious declines in
performance as soon as they were detected.
3. Section 13.03. HUD failed to determine whether there was a training deficiency where
there were multiple employees in the same or similar position that resulted in
performance concerns.
4. Section 30.04. HUD failed to:
a. develop performance plans that permit the accurate evaluation of job performance
on the basis of objective criteria related to the job in question;
b. communicate performance plans to each employee at the beginning of the
appraisal period as required and failed to finalize performance plans within thirty
days of each appraisal period as requiring barring exceptional circumstances;
c. evaluate employees on work actually assigned during the appraisal period; and
d. offer employees assistance in improving unacceptable performance.
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5. Section 30.05. HUD failed to comply with the requirement that the FY 2021 appraisal
period begin on October 1, 2020.
6. Section 30.06. HUD failed to comply with the proper performance planning process for
the development of SMART Standards and Elements, and to apply critical elements and
standards in a fair and equitable manner.
7. Section 30.07. HUD failed to:
a. comply with prohibitions against adversely affecting employees in their
performance appraisal ratings for the period when they were working without
finalized, written elements and standards;
b. take into account all of the employee’s job functions, the actual amount of time
available to perform those functions, and factors beyond an employee’s control;
and
c. extend or adjust deadlines when conditions warranted.
8. Section 30.09. HUD has changed the names of the rating levels without notice or
providing an opportunity to bargain.
9. Article 49. HUD failed to transmit to the Union proposed changes relating to personnel
policies, practices, and general conditions of employment. This includes but is not limited
to noncompliance with Sections 49.02 and 49.03.
C. The Union has concerns based on processes the Agency initiated that affect a large
workgroup, namely 70% of the program managers in the Enterprise Program Management
Division, which, if carried through, would have the effect of a reduction in force and/or require
contractor support. These procedures include the letters of performance concern that Mr. Theisen
and Mr. Schwarzbauer issued to 17 out of 24 employees in the Enterprise Program Management
Division. Consequently, HUD has violated the following provisions, as pertinent and if
applicable, and all other related laws and regulations.
1. Article 33. HUD failed to address a reduction in force (RIF) as required by the
Agreement and did not comply with all government-wide regulations in effect as of the
effective date of this Agreement. This includes noncompliance with Sections 33.01,
33.03–11, 33.18, and 33.23–30.
2. Article 35. HUD failed to comply with the provisions related to the conduct of any
internal reorganization, transfer of function, realignment, reductions in force, voluntary
early retirement authority (VERA) and voluntary separation incentive program (VSIP) as
a result of any contracting out process, including failing to comply with the requirements
of Sections 35.02–08.
3. HUD violated 5 C.F.R. § 300.503(c) by initiating actions against sufficient numbers of
employees, which, if carried through, may result in the use of temporary contractors in
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lieu of the regular recruitment and hiring procedures under the civil service laws for
permanent appointment in the competitive civil service, or displace a Federal employee,
or to circumvent controls on employment levels.
D. HUD violated the Agreement and all other related laws and regulations by taking actions that
serve as reprisal for employee objections to the delay, implementation, and application of the
new performance standards; and as reprisal for advising the Union of employee objections to
OCIO communications and the resulting Union objection to OCIO communication. See Exhibit
3. Consequently, HUD has violated the following provisions of the Agreement, the LaborManagement Statute, and all other related laws and regulations.
1. Sections 6.02 and 6.09. HUD has violated employees’ rights to assist the Union or
otherwise exercise their rights regarding participating with the Union without reprisal and
failed to protect employees against reprisal of any nature for the disclosure of information
not prohibited by law.
2. 5 U.S.C. § 7116(a)(2) and 5 U.S.C. § 7116(a)(4), as described above.
E. HUD failed to comply with President Biden’s January 22, 2021, Executive Order 14003,
which revoked Executive Orders 13836, 13837, and 13839 and required affected agencies to
suspend, revise, or rescind existing agency actions related to or arising from those revoked
orders, including but not limited to revisions to discipline and unacceptable performance policies
issued pursuant to Executive Order 13839 and actions taken under the final rule entitled
“Probation on Initial Appointment to a Competitive Position, Performance-Based Reduction in
Grade and Removal Actions and Adverse Actions,” 85 Fed. Reg. 65940 (October 16, 2020).
Executive Order 14003 expressly suspended the OPM regulatory changes made pursuant to
Executive Order 13839.
F. The Union reserves the right to identify additional violations of our Agreement, laws, or
regulations, and add them to this grievance.
Meeting
The Union is not requesting a meeting with you for resolution pursuant to Section 51.15(2) of the
Agreement.
Remedies
The Union requests the following remedies for HUD’s violations of the Agreement, the unfair
labor practices, and all other related laws and regulations violated:
1. A finding that the Agency committed unfair labor practices and failed to meet its
contractual obligations and comply with the law and regulations.
2. An order directing the Agency to specifically acknowledge its violations in an
electronic message/posting to all bargaining unit employees.
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3. An order directing the Agency to comply with the Collective Bargaining Agreement
as described above, and with all relevant laws and regulations.
4. An order directing the Agency to rescind any and all actions, including but not
limited to letters of performance concern, resulting from or related to any or all of the
violations identified above.
5. Attorney’s fees related to the preparation and conduct of arbitration, if arbitration is
necessary, as well as the full costs of arbitration, including but not limited to
arbitrator’s fees, reporting services, and the travel expenses and per diem of Union
witnesses who travel to the arbitration site to testify.
6. Any other remedy available to the fullest extent of the law.
In accordance with Article 51, Section 51.15(3) of the Agreement, your written response is
required within thirty days of receipt of this grievance. I am the contact for this matter. All
responses may be sent to me at jerry.gross@hud.gov. Thank you for your prompt response.
Attachments:
Exhibit 1: Letters of performance concern issued by Mr. Theisen and Mr. Schwarzbauer
Exhibit 2: Information requested under 5 U.S.C. § 7114(b)(4)
Exhibit 3: Objections to OCIO communications
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U.S. DEPARTMENT OF HOUSING AND URBAN DEVELOPMENT
WASHINGTON, D.C. 20410-3000
CHIEF INFORMATION OFFICER

Date: March 23, 2021

PAUL
From: Paul Theisen
THEISEN

Digitally signed by: PAUL THEISEN
DN: CN = PAUL THEISEN C = US O
= U.S. Government OU = Department
of Housing and Urban Development,
Office of the Chief Information Officer
Date: 2021.03.23 21:02:43 -04'00'

Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-15 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 19, 2021.
For HPCS, Testing for Treasury Release 7.14 planned to start in October 2020, however, it is not
listed as a risk or schedule does not show as yellow and a three-month contract extension,
however, acquisition is not yellow. For Internet/intranet, the milestone and upcoming tasks due
dates are inconsistent, and tasks are in progress, however, the actual start date is in the future.
For HUDClips, reports were only prepared for the last three weeks, after being selected for the
March 10th PM Wednesday. A weekly report was only prepared for OPA Media Distribution for
one of the seven weeks, March 19, 2021.

Grievance of the Parties: OCIO Unfair Labor Practices and
Violations of the Collective Bargaining Agreement, Laws, and Regulations
Page 8
U.S. DEPARTMENT OF HOUSING AND URBAN DEVELOPMENT
WASHINGTON, D.C. 20410-3000
CHIEF INFORMATION OFFICER

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
Examples of Performance Deficiencies: Does not work in conjunction with the COR on
assigned projects or take actions to correct. Delinquent on the required project milestones for
every week since January 27, 202 with four projects are overdue as of March 19, 2021.
Follow-ups made by CRPM management on January 29, February 3, February 10, February 19,
and March 2. For HCPS, as of March 2, 2021, the project is delinquent on the milestones with a
due date of 11/8/2021, however, emails state it was award in January without getting the
milestone tracker updated.

3. Customer Focus
a. Performance Plan (Level 3 - Fully Successful): Provides initial response to all formal
customer requests within 72 hours, specifying when the customer can expect an answer.
Maintains consistent contact with customer. Ensures no more than two weeks pass without
contact. Proactively reaches out to customer to discuss current challenges. Provides formal
response to customer requests within 2 weeks of initial request. Brings all appropriate
stakeholders into the conversation most of the time. Follows up with all stakeholders to ensure
request/question was resolved.
b. Actual Performance (Level 1 – Unsatisfactory): Provides initial response to all formal
customer requests within 96 hours. Maintains consistent contact with customer. Ensures no more
than three weeks pass without contact. Responds to customer requests as received. Provides
formal response to customer requests within 3 weeks of initial request. Brings all appropriate
stakeholders into the conversation some of the time. Occasionally follows up with all
stakeholders to ensure request/question was resolved.
c. Examples of Performance Deficiencies: For internet/intranet, top risks are not escalated to
OCIO leadership – all appropriate stakeholders were not brought into the conversation as they
are identified by the Program Office.
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4. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: For internet/intranet, after missing the January 27, 2021
original acquisition milestone, renegotiated a March 4, 2021 return date for documents addressing
OGC comments. An assigned system of HUDClips (D41) since January 27, 2021, however, it
wasn’t until March 8, 2021 that it was brought to CRPM leadership that it is no longer a system.
The PPM project closeout and updating IAS were not completed to address the current situation.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your ITSPEC (APPSW) position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 57% of the time for the weeks ending February 5, 2021 – March 19, 2021. For EPIC,
missed milestones such as Sprint 57 UAT Testing planned start was February 15, 2021were not
reflective as risk on schedule the following weeks report of February 17th and 24th and
Regression testing for EPIC 6.0 release (RUN1, RUN2) planned start was February 19, 2021,
however, February 24th and March 3rd reports did not reflect an update. For MFDCS, milestones
on March 10, 2021 and March 17, 2021 are past due from 12/8/2020 and 1/31/2021 and two risks
are identified, but both schedule and risk are green.
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 14% of the time. There were not completed timely for one out of seven weeks, February
5, 2021 (three projects were submitted late); February 12, 2021 (three projects were submitted
late); February 19, 2021 (three projects were submitted late); February 26, 2021 (one projects
were submitted late); March 12, 2021 (two projects were submitted late); and March 19, 2021
(four projects were submitted late).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for five
weeks as Energy and Performance Information Center (EPIC) is overdue since February 13, 2021.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
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If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 23, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 57% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
February 5, 2021 (zero project submissions were provided); February 12, 2021 (zero project
submissions were provided); February 19, 2021 (one project submission was not provided); and
February 26, 2021 (one project submission was not provided).

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
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overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, adjusting as needed 80% of the time. Demonstrates minimum or no forth effort
to overcome obstacles and accomplish assignments; infrequently appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Little or no action to achieve
outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
or submitted timely 14% of the time. There were not completed timely for six out of seven
weeks, February 5, 2021 – March 19, 2021. For February 5, 2021 (zero project submissions
were provided); February 12, 2021 (zero project submissions were provided); February 19, 2021
(one project submission was not provided); February 26, 2021 (one project submission was not
provided); March 5, 2021 (one project was submitted late); and March 12, 2021 (all projects
were submitted late).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for 100%
of the weeks since January 27, 2021. Three projects, APPS systems, iREMS system, and TRACS
transition mod, are overdue since July, November, and September 2020, respectively.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
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assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your Information Technology Specialist position within the Office of
Customer Relationship & Performance Management. This memorandum will not be filed in your
Official Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan February 5,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 84% of the time for the weeks ending February 12, 2021 – March 19, 2021. Weekly
reports were only provided for one out of six weeks, March 19, 2021.

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
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ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 16% of the time. There were no weekly reports completed for five out of six weeks;
weekly reports were submitted only on March 19, 2021.

You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 23, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 70% of the time for the weeks ending January 29, 2021 – March 19, 2021. For
February 12, 20201, zero project submission was provided for the week, and March 5, 2021
reports were late submission.
For SFIS’s upcoming activities, Work is ongoing to determine why, 416 cases were excluded from the
October monthly Endorsement extract. The effort was overcome by other events to include reinstating
SFIS and the UMP - TMF work from January 29, 2021 to February 26th, however, no risks identified.
On the March 5th report, the task was removed, but without any update to show it was completed.
For TIIS, 100% of the project milestones reference SFIS acquisitions in each weekly report.
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 50% of the time. There were not completed timely for four out of eight weeks, January
29, 2021 (all projects), February 5, 2021 (all projects), February 12, 2021 (all projects were
never submitted for the week), and March 5, 2021 (all projects).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services,
or outcomes.
c. Examples of Performance Deficiencies: No ownership of system information documentation.
Relies on the Program Office to own and control the final documents. Unable to provide all the
request system ICDs per request from OCDSO, three documents provided on March 2, 2021
timely. The remaining 13 documents , however, took until 13 business days, until March 18,
2021 to be provide the OCDSO.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
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If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 30, 2021
From: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 79% of the time for the four out of seven weeks applicable. (Three week of reports
were not required due to leave taken.). Your reports were late or missing reports for February 5,
2021 (missing 2), February 12, 2021 (missing all projects), February 19, 2021 (late and missing
2), and March 5, 2021. (missing all projects)

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
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ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 50% of the time. There were not completed timely for two out of four applicable weeks,
February 12, 2021 (all projects) and March 5, 2021 (all projects).

3. Customer Focus
a. Performance Plan (Level 3 - Fully Successful): Provides initial response to all formal
customer requests within 72 hours, specifying when the customer can expect an answer.
Maintains consistent contact with customer. Ensures no more than two weeks pass without
contact. Proactively reaches out to customer to discuss current challenges. Provides formal
response to customer requests within 2 weeks of initial request. Brings all appropriate
stakeholders into the conversation most of the time. Follows up with all stakeholders to ensure
request/question was resolved.
b. Actual Performance (Level 1 – Unsatisfactory): Provides initial response to all formal
customer requests within 96 hours. Maintains consistent contact with customer. Ensures no more
than three weeks pass without contact. Responds to customer requests as received. Provides
formal response to customer requests within 3 weeks of initial request. Brings all appropriate
stakeholders into the conversation some of the time. Occasionally follows up with all
stakeholders to ensure request/question was resolved.
c. Examples of Performance Deficiencies:
Escalating the TMF project - December presentation to the board of being on track. Replaced as
Senior Project Manager on February 19, 2021.

4. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Currently, Delinquent on the required project MFDCS
milestone is overdue since November 6, 2020.
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You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 23, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-15 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 51% or current 29% of the time for the weeks ending February 5, 2021 – March 19,
2021. On February 5, 2021 (two projects not submitted); February 12, 2021 (two projects not
submitted); February 19, 2021 (one project not submitted); February 26, 2021 (three projects not
submitted); and March 5, 2021 (one project not submitted).
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 67% of the time. All project submissions were not completed or timely for any of the
seven weeks since week ending February 5, 2021. On February 5, 2021 (three project
submissions were late and two not submitted); February 12, 2021 (two projects not submitted);
February 19, 2021 (one project not submitted); February 26, 2021 (three projects not submitted);
March 5, 2021 (four project submissions were late and one project not submitted); March 12,
2021 (four project submissions were late); and March 19, 2021 (all project submissions were
late).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones every
week since January 27, 2021; meeting called by CRPM management. As of March 19, 2021, two
projects were overdue: PARIS and A80B/SFPCS-P, A80R/SFPCS-U and A80D/DSRS systems.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
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improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 22, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-15 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 12, 2021. For
CAIVRS, not having an ATO is not listed as a risk and the PIA or RBD are not listed as issues.
For FHASL, there is a risk, but not actions taken to mitigate the risk; the milestone chart
percentages remained the same for weeks: Monthly Security Review was 100% completed on
1/13/2021 from February 5th to March 5th; it didn’t appear a February review was completed and
it wasn’t identified as a risk or impact to the schedule. Password reset was 90% complete with an
actual start date of 2/13/2021 on February 5th and the next three weeks. On March 5th, the
password reset was 90% complete with an actual state date of 3/13/2021. February password
reset never went to 100% and complete; however, March started off on 90% complete. Release
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37.0 was 75% complete with a planned start of 2/26/2021, no actual start date, but In Progress
status from February 5th to March 5th. On March 13th, it was 100% complete as of 2/26/2021.

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
67% of the time. There were not completed timely for two out of six weeks, February 5, 2021
(all projects) and March 12, 2021 (all projects).

3. Customer Focus
a. Performance Plan (Level 3 - Fully Successful): Provides initial response to all formal
customer requests within 72 hours, specifying when the customer can expect an answer.
Maintains consistent contact with customer. Ensures no more than two weeks pass without
contact. Proactively reaches out to customer to discuss current challenges. Provides formal
response to customer requests within 2 weeks of initial request. Brings all appropriate
stakeholders into the conversation most of the time. Follows up with all stakeholders to ensure
request/question was resolved.
b. Actual Performance (Level 1 – Unsatisfactory): Provides initial response to all formal
customer requests within 96 hours. Maintains consistent contact with customer. Ensures no more
than three weeks pass without contact. Responds to customer requests as received. Provides
formal response to customer requests within 3 weeks of initial request. Brings all appropriate
stakeholders into the conversation some of the time. Occasionally follows up with all
stakeholders to ensure request/question was resolved.
c. Examples of Performance Deficiencies: On February 5, 2021, a meeting was held with OFPM
on SPEARS and how a policy definition updates (Opportunity Portal and Business Registry)
were needed, sent to OCIO, and no update had been provided. On February 18, 2021, a followup email was sent as no update was reported on the February 12, 2021 weekly report, however,
the vendor provided a level of effort on February 12, 2021. A walkthrough of the level of effort
meeting with the vendor and OCTO on February 26, 2021, however, this was not reflected on
the weekly report. The spend plan update request was approved on March 4, 2021, however this
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was not reflected on the March 5, 2021 weekly report. The March 12, 2021 weekly report did not
track this enhancement.

4. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies:
Delinquent on the required project milestones for 100% weeks since January 27, 2021 with four
overdue as of the date of this letter. For SPEAR extension and the SFHEDW/SFNW/
CAIVRS/AFOCS projects, follow-up email sent on March 13, 2021, and neither action nor
response taken. For CAIVRS, project milestone was updated as complete on March 1, 2021,
however, the COR contacted CRPM management saying she have no information and the
Authorizing Official doesn’t have contract or IAA info, PM info and other contract information.
He is holding off signing this document until we get the actual contract and terms. In addition, on
CAIVRS, on March 12, 2021, CRPM management inquired about the CAIVRS ATO and the
security answers were obtained via the Program Office. The ATO expired on August 14, 2020, a
RBD was requested on February 23, 2021, and signed on March 8, 2021. This risk was not
documented on the weekly reports or escalated to OCIO leadership.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:
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______________________________

_______________________
Date
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Date: March 30, 2021
From: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your ITSPEC (APPSW) position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 85% of the time for the weeks ending February 5, 2021 (Missing 2), February 12,
2021(Missing all), February 19, 2021 (1 late), March 12, 2021(Missing all), and March 19, 2021
(Missing all).

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
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b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were
completed 23% of the time. There were not completed timely for six out of seven weeks,
February 5, 2021 (Missing 2), February 12, 2021(Missing all), February 19, 2021 (1 late),
March 12, 2021(Missing all), and March 19, 2021 (Missing all).
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-13 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
EDI, milestones are missing Planned Finished dates or Planned Finished Dates are past due,
however, schedule is not yellow indicating the delay. For TDLS (two risks with November 2020
target date); HPNFC (risks with November and December 2020 target dates), and DDS PLUS (a
risk with a November target date); however, none were escalated to CRPM management.

2. Customer Focus
a. Performance Plan (Level 3 - Fully Successful): Provides initial response to all formal
customer requests within 72 hours, specifying when the customer can expect an answer.
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Maintains consistent contact with customer. Ensures no more than two weeks pass without
contact. Proactively reaches out to customer to discuss current challenges. Provides formal
response to customer requests within 2 weeks of initial request. Brings all appropriate
stakeholders into the conversation most of the time. Follows up with all stakeholders to ensure
request/question was resolved.
b. Actual Performance (Level 1 – Unsatisfactory): Provides initial response to all formal
customer requests within 96 hours. Maintains consistent contact with customer. Ensures no more
than three weeks pass without contact. Responds to customer requests as received. Provides
formal response to customer requests within 3 weeks of initial request. Brings all appropriate
stakeholders into the conversation some of the time. Occasionally follows up with all
stakeholders to ensure request/question was resolved.
c. Examples of Performance Deficiencies: No ownership of system information or
documentation. Relies on the Program Office to own and control the final documents. Unable
to provide all the request system ICDs per request from OCDSO, took four business days,
until March 5, 2021 to be provide the OCDSO. Relies on the others for the security status. For
example, M2M’s security assessment history was unknown.

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for 100%
of the weeks since January 27, 2021. Currently, there are three projects overdue: EDI/USA steady
state maintenance support since March 13, 2021; Admin Legacy Systems MOD since March 3,
2021; and M2M system steady state maintenance state since January 18, 2021.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
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assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-13 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 57% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
February 5, 2021 (one project not submitted); February 12, 2021 (one project not submitted); March
5, 2021 (zero projects submitted); and March 19, 2021 (one project not submitted).

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
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outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and effective
manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 14% of the time. There were not completed timely for six out of seven weeks, February 5,
2021 (one project not submitted); February 12, 2021 (one project not submitted); February 26, 2021
(three projects submitted late); March 5, 2021 (zero projects submitted); March 12, 2021 (one project
submitted late); and March 19, 2021 (one project not submitted and one project submitted late).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for
PerSIST Enhancement from January 27, 2021 overdue since November 2020 and again recently
since March 11, 2021.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
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Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 17, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-15 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 12, 2021. For
PIC-NG, the decommissioning project is listed as development; the risk section red, but there are
no risks listed. For OFPIH, data fields are incomplete, or the template is visible. For LRS, the
ATO not listed or dependency on EDM, which does not have an ATO and decommissioning is
planned.
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were not
completed timely for four out of six weeks, February 5th, 2021 (all projects); February 19, 2021
(seven projects late), February 26, 2021 (one project late); and March 5, 2021 (all projects).

3. Customer Focus
a. Performance Plan (Level 3 - Fully Successful): Provides initial response to all formal
customer requests within 72 hours, specifying when the customer can expect an answer.
Maintains consistent contact with customer. Ensures no more than two weeks pass without
contact. Proactively reaches out to customer to discuss current challenges. Provides formal
response to customer requests within 2 weeks of initial request. Brings all appropriate
stakeholders into the conversation most of the time. Follows up with all stakeholders to ensure
request/question was resolved.
b. Actual Performance (Level 1 – Unsatisfactory): Provides initial response to all formal
customer requests within 96 hours. Maintains consistent contact with customer. Ensures no more
than three weeks pass without contact. Responds to customer requests as received. Provides
formal response to customer requests within 3 weeks of initial request. Brings all appropriate
stakeholders into the conversation some of the time. Occasionally follows up with all
stakeholders to ensure request/question was resolved.
c. Examples of Performance Deficiencies: On February 3, 2021, a meeting was held with
Bridget, Carlos, and Paul about transitioning three OCIO contracts from PIH to CRPM as soon
as possible as PIH can no longer support OCIO contracts. In addition, you were provided with
three emails as backstory and action items to contract HUD and contractor staff. On February 18,
2021, a follow-up email was sent as no report was provided on February 12, 2021. CRPM could
not provide a reason to PIH why the ITPM had not reached out to date. The February 19, 2021
weekly report was empty and a follow-up email sent on February 22, 2021. On February 24,
2021, you confirmed that no contact was made to the identified individuals to date. On February
25, 2021, the projects were reassigned to another ITPM due to the time sensitive nature of the
request.
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4. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: As of February 5, 2021, the PIC-NG project
Decommissioning Plan was not started or tracked as a project task. On February 9, 2021, the Hun
Kim, CISO, inquired about the status of the PIC-NG Decommission Plan as the system does not
have an ATO. Bridget Carper stated the PPM Process is managed by CRPM – ITPM and a link to
the templates were provided. No progress was made until follow-up emails were sent on February
16, 2021 and March 2, 2021. Bridget Carper put a meeting on the calendar for March 5, 2021 to
discuss; the draft was tracked changes of an old Decommissioning Plan without even removing the
previous system or updated based on the applicability of the system. As of the date of this letter,
there is still not a decommissioning timeline available.
You have received numerous emails from OCIO management on the above tasks. This is adversely
affecting the workload of the projects, meeting OCIO goals, and commitments made to Program Office
Leadership. I will continue to monitor your performance over the next 30 days to determine if your
performance has improved to at least the Fully Successful-Level 3 or if your performance deficiencies
warrant a performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 23, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-15 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 85% or information is current 15% of the time for the weeks ending February 5,
2021 – March 19, 2021. For February 5, 2021 (missing five submissions); February 12, 2021
(missing three project submissions); February 19, 2021 (missing two project submissions);
February 26, 2021 (missing two project submissions); March 5, 2021 (missing one project
submission); and March 12, 2021 (missing one project submission).

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
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overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 0% of the time for the reported submitted since January 27, 2021. For February 5, 2021
(all projects were late as no submissions were made); February 12, 2021 (three projects were late
as no submissions were made); February 19, 2021 (one project was late and two missing for the
week); February 26, 2021 (three projects were late and two missing for the week); March 5,
2021 (two projects were late and one missing); March 12, 2021 (three projects were late and one
missing); March 19, 2021 (all projects were late).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services,
or outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for weeks.
A follow-up meeting initialed by CRPM management on January 27, 2021 for HEMS. Currently,
Enterprise Talent Management (ETMS), overdue since March 1, 2021.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
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assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
February 5, 2021 (two projects were not submitted); and February 12, 2021 (one projects were
submitted). For FDM, Project status is “as of 12/29/2020” for FDM and blank for the other
projects. In milestones, EZ Budget Decommission planned completion 1/22/2021 from February
5, 20201 to February 26, 2021, however, schedule was green not yellow in the summary. In
addition, for FDM, risks and an issue, however, risk is not yellow in the summary for March 10,
2021.
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum.
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 42% of the time. There were not completed timely for four out of seven weeks, February
5, 2021 (all projects) and March 12, 2021 (all projects). For February 5, 2021 (two projects were
not submitted and two projects were submitted late) and February 12, 2021 (zero projects were
submitted); March 12, 2021 (two project were submitted late); March 19, 2021 (three project
were submitted late).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services,
or outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for every
week since January 27, 2021. As of the date of this letter, four projects were overdue: Oracle
Managed Cloud Services since July 4, 2020; NCIS Modification since November 1, 2020; Mod
Option: CACI NSS since August 16, 2020; and LOCCS O&M since November 6, 2020.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
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If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-15 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
February 5, 2021 (one project not submitted); February 12, 2021 (one project not submitted);
February 19, 2021 (one project not submitted); February 26, 202 (two projects not submitted);
March 5, 2021(two projects not submitted); March 12, 2021 (four projects submitted with blank
templates); and March 19, 2021 (two projects submitted with the template incomplete).
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
With guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: All project submissions were not completed or timely
for any of the seven weeks since week ending February 5, 2021. For February 5, 2021 (on
project submitted late and one project not submitted); February 12, 2021 (one project not
submitted); February 19, 2021 (two projects submitted late and one project not submitted);
February 26, 202 (two projects not submitted); March 5, 2021(two projects not submitted);
March 12, 2021 (four projects submitted with blank templates); and March 19, 2021 (two
projects submitted with the template incomplete).
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 26, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-13 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 57% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
February 5, 2021 (zero project reports were submitted); February 12, 2021 (one project report
not submitted); February 19, 2021 (one project report not submitted); and February 26, 2021
(one project report not submitted).

2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
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overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
fully and timely 14% of the time. There were not completed timely for six out of seven weeks,
February 5, 2021 (zero project reports were submitted); February 12, 2021 (one project report
not submitted); February 19, 2021 (one project report not submitted and two were submitted
late); February 26, 2021 (one project report not submitted); March 12, 2021 (three projects were
submitted late); and March 19, 2021 (three projects were submitted late).
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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Date: March 23, 2021
From: Paul Theisen
Through: Carlos Schwarzbauer
To:
Subject: Letter of Performance Concern
The purpose of this letter to notify you that your performance is not meeting expected levels of
contribution at the GS-14 level for your IT Project Manager position within the Office of Customer
Relationship & Performance Management. This memorandum will not be filed in your Official
Personnel Folder (OPF).
The job expectations for your position are documented in the FY 2021 Performance Plan January 27,
2021. Currently, you are not performing at the Level 3 - Fully Successful in the following performance
standards and elements.

1. Transform HUD's IT Project/Portfolio Management
a. Performance Plan (Level 3 - Fully Successful): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 70% of the time.
Demonstrates a clear understanding of the purpose, goals, and objectives of the HUD Enterprise
Project Management Office (ePMO) and how the ePMO functions support project execution.
b. Actual Performance (Level 1 – Unsatisfactory): Supports EPMD leadership in the
identification of IT Project Management measures through input of project information weekly
into the EPPM tool for managed projects and information is current less than 60% of the time.
As evidenced in project execution activities, demonstrates little or no understanding of the
purpose, goals, and objectives of the HUD Enterprise Project Management Office (ePMO) and
how the ePMO functions supports project execution.
c. Examples of Performance Deficiencies: Weekly project management reports are inaccurate or
incomplete 100% of the time for the weeks ending February 5, 2021 – March 19, 2021. For
CODS, the project was assigned on February 19, 2021, however, zero project reports have been
submitted to date. For February 26, 2021 (one project submission was never provided); March 5,
2021 (two project submissions were never provided); March 12, 2021 (zero project submissions
were never provided); and March 19, 2021 (four project submissions were never provided). The
project template is not being updated weekly. In the milestones for DCAMS and GSC, the date
fields have status data. For MDDR and GSC project status is 11/2/2020 for all reports and
DCAMS and DAP project status is 12/2/2020 for all reports.
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2. Accountability
a. Performance Plan (Level 3 - Fully Successful): Adheres to schedules and, with
guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 85% of the time. Puts forth effort to
overcome obstacles and accomplish assignments; often takes appropriate initiative to make
adjustments to plans, goals, and priorities to meet deadlines. Takes action to achieve
outcomes and results that are superior in quality, quantity, and/or impact to what would
ordinarily be expected at this level.
b. Actual Performance (Level 1 – Unsatisfactory): Sometimes adhere to schedules and,
with guidance, organizes and prioritizes own tasks to complete assignments in a timely and
effective manner, making adjustments as needed 80% of the time. Demonstrates minimum
or no forth effort to overcome obstacles and accomplish assignments; infrequently
appropriate initiative to make adjustments to plans, goals, and priorities to meet deadlines.
Little or no action to achieve outcomes and results that are superior in quality, quantity,
and/or impact to what would ordinarily be expected at this level.
c. Examples of Performance Deficiencies: Weekly project management reports were completed
timely 28% of the time. They were not completed timely for five out of seven weeks, February
19, 2021 (all projects were late); February 26, 2021 (one project submission was never
provided); March 5, 2021 (one project submission was never provided); March 12, 2021 (zero
project submissions were never provided); and March 19, 2021 (one project submission was late
and three project submissions were never provided).

3. Building Coalitions
a. Performance Plan (Level 3 - Fully Successful): Demonstrates the high level of performance
expected. Actions and leadership contribute positively toward the achievement of goals and
meaningful results. Effective and dependable leader who delivers high quality results based on
measures of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. No
more than two instances of performance deficiency that detracts from OCIO goals and objectives.
b. Actual Performance (Level 1 – Unsatisfactory): Repeated instances of demonstrated
performance deficiencies that distract from OCIO goals and objectives. Generally viewed as
ineffectual by OCIO leadership, peers, or staff. Does not meet established performance
expectations and timelines. Fails to produce or produces unacceptable work products, services or
outcomes.
c. Examples of Performance Deficiencies: Delinquent on the required project milestones for 100%
of the weeks since January 27, 2021. As the date of this letter, five projects are overdue: New Steady State Maintenance support for the HUD Debt system since December 31, 2020; Steady
State Maintenance support for the DAP system since July 6, 2020; GEO CODE CENTER MOD
Add Transition since February 19, 2021; MDDR Mod to Add Transition Out since March 3, 2021;
and DAP Mod to Add Transition Out since March 9, 2021.
You have received emails from OCIO management on the above tasks. This is adversely affecting the
workload of the projects, meeting OCIO goals, and commitments made to Program Office Leadership. I
will continue to monitor your performance over the next 30 days to determine if your performance has
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improved to at least the Fully Successful-Level 3 or if your performance deficiencies warrant a
performance improvement period.
If you are having difficulties of any nature that may be affecting your conduct, I would remind you that
help is available through the Employee Assistance Program (EAP). The EAP provides confidential
counseling services for employees at no charge to the employees. You may call 800-222-0364 for
assistance 24 hours a day, 7 days a week. No personal information regarding your visit can be obtained
by anyone, including myself, without written consent, and your participation is not noted in your Official
Personnel Folders a HUD employee, you are held to a very high standard of conduct, and you are
expected.
Receipt Acknowledged:

______________________________

_______________________
Date
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RE: Rescission of Letters of Performance Concern and Request for Information
Allen, Bobby <Bobby.Allen@hud.gov>
Mon 5/3/2021 9:47 AM
To: Gross, Jerry <jerry.gross@hud.gov>

Good morning Jerry,
I apologize for the delay in ge ng the informa on request response back to you. I gave the supervisors a April 29
deadline. Unfortunately, that date has passed and they have not fulﬁlled the request or given me a new expected
date of comple on. Today I requested the status of this request for informa on. I will update you as soon as
possible.
Bobby Allen, MS
Employee & Labor Rela ons Specialist
Oﬃce of the Chief Human Capital Oﬃcer
Bobby.Allen@hud.gov
Desk: 202-402-5144
Fax: 202-708-2155

From: Allen, Bobby
Sent: Thursday, April 22, 2021 10:56 AM
To: Gross, Jerry <jerry.gross@hud.gov>
Subject: RE: Rescission of Le ers of Performance Concern and Request for Informa on
Mr. Gross,
I want to give you an update on your informa on request. I clariﬁed for management to the data that we need to
fulﬁll the request. I also asked them to create a shareable electronic folder so we won’t crash the network with
mul ple email and large ﬁle a achments. I gave the managers an April 29 deadline because they lost work me
due to pre-approved leave dates. I will be in touch next week with a response to the informa on request. Thank
you kindly for your pa ence.
Bobby Allen
Employee & Labor Rela ons Specialist
Oﬃce of the Chief Human Capital Oﬃcer
Bobby.Allen@hud.gov
Desk: 202-402-5144
Fax: 202-708-2155
From: Gross, Jerry <jerry.gross@hud.gov>
Sent: Wednesday, April 21, 2021 4:14 PM
To: Allen, Bobby <Bobby.Allen@hud.gov>
Subject: Re: Rescission of Le ers of Performance Concern and Request for Informa on

That list is correct, Bobby.
Jerry
From: Allen, Bobby <Bobby.Allen@hud.gov>
Sent: Wednesday, April 21, 2021 2:20 PM
To: Gross, Jerry <jerry.gross@hud.gov>

Grievance of the Parties: OCIO Unfair Labor Practices and
Violations of the Collective Bargaining
Laws, and Regulations
Cc: Schwarzbauer, Carlos E <Carlos.E.Schwarzbauer@hud.gov>;
Carper, Agreement,
Bridget T <Bridget.Carper@hud.gov>;
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Webber, Christopher S <Christopher.Webber@hud.gov>
Subject: RE: Rescission of Le ers of Performance Concern and Request for Informa on
Good a ernoon Jerry,
I hope you are well. I am working on a response to your RFI but want to ensure I have all names of employee’s
you are represen ng. There were several addi ons made to your list of aﬀected employees since the date of your
request. Please see the list below and add to the list, if necessary. Thank you kindly.

Did I miss anyone?
Bobby Allen
Employee & Labor Rela ons Specialist
Oﬃce of the Chief Human Capital Oﬃcer
Bobby.Allen@hud.gov
Desk: 202-402-5144
Fax: 202-708-2155
From: Gross, Jerry <jerry.gross@hud.gov>
Sent: Thursday, April 8, 2021 6:39 PM
To: Allen, Bobby <Bobby.Allen@hud.gov>
Cc: Schwarzbauer, Carlos E <Carlos.E.Schwarzbauer@hud.gov>; Carper, Bridget T <Bridget.Carper@hud.gov>;
Webber, Christopher S <Christopher.Webber@hud.gov>
Subject: Re: Rescission of Le ers of Performance Concern and Request for Informa on

Thank you for the no ce, Bobby. There are actually 17 people to the Union's knowledge at this me. As I
have advised Carlos, all 17 should be included in the informa on request. I have provided him all the
names. All 17 have provided the Union with le ers designa ng me as their representa ve, so there is no
privacy concern.
Jerry
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Sent: Thursday, April 8, 2021 6:22 PM
To: Gross, Jerry <jerry.gross@hud.gov>
Cc: Schwarzbauer, Carlos E <Carlos.E.Schwarzbauer@hud.gov>; Carper, Bridget T <Bridget.Carper@hud.gov>;
Webber, Christopher S <Christopher.Webber@hud.gov>
Subject: RE: Rescission of Le ers of Performance Concern and Request for Informa on
Good a ernoon Mr. Gross,
I am in receipt of the Union’s informa on request. It is under review. I will periodically update you on status un l
a ﬁnal determina on is made regarding what informa on the Union is en tled to.
Thank you.
Bobby Allen
Employee & Labor Rela ons Specialist
Oﬃce of the Chief Human Capital Oﬃcer
Bobby.Allen@hud.gov
Desk: 202-402-5144
Fax: 202-708-2155
From: Gross, Jerry <jerry.gross@hud.gov>
Sent: Thursday, April 1, 2021 6:06 PM
To: Schwarzbauer, Carlos E <Carlos.E.Schwarzbauer@hud.gov>
Subject: Rescission of Le ers of Performance Concern and Request for Informa on

Hello Carlos,
Please see the a ached le er, which includes the Union's request that you immediately rescind the
le ers of performance concern that have been issued to fourteen employees to date. The a ached
le er includes a request for informa on as well.
If you have any ques ons, please contact me immediately.
Thank you for your prompt a en on.
Sincerely,
Jerry Gross
Steward
AFGE Council 222 and Local 476
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April 1, 2021
MEMORANDUM FOR: Carlos Schwarzbauer, Chief, Enterprise Program Management
Division, Customer Relationship and Performance Management
Office, OCIO
FROM: Jerry Gross, Steward, AFGE Local 476
SUBJECT: Rescission of Letters of Performance Concern and Request for Information
On March 23 and March 26, 2021, Paul Theisen, then acting chief of the Project Management
Branch, issued Letters of Performance Concern to thirteen of his twenty-four employees. On
March 30, 2012, you issued a Letter of Performance Concern to another employee who formerly
reported to Mr. Theisen. These letters stated that the employees were performing at Level 1
(Unacceptable) for two, three, or four critical elements, including Transform HUD’s IT
Project/Portfolio Management, Accountability, Customer Focus, and Building Coalitions.
Each of the letters stated that the recipient “received emails from OCIO management on the
above tasks.” Mr. Theisen and you also stated, “I will continue to monitor your performance over
the next 30 days to determine if your performance has improved to at least the Fully SuccessfulLevel 3 or if your performance deficiencies warrant a performance improvement period.”
AFGE Local 476 requests that you immediately rescind the letters for the following reasons:
1. The actions appear to conform to Executive Order 13839, which was rescinded by
President Biden’s Executive Order 14003. Executive Order 14003 specifically ordered
agencies to suspend, revise, or rescind actions related to Section 7(b) of Executive Order
13839.
2. The issuance of the letters conflicts with the terms of our collective bargaining
agreement, particularly Articles 13 and 30.
3. Given that fourteen out of twenty-four employees received such letters, it appears that
there is a problem with communication, workload, and/or training.
4. Despite the assertion that employees received emails about their performance, the
recipients have not received any such communications. On the contrary, they state that
during individual meetings with Mr. Theisen, he never gave any indication of
dissatisfaction with their work.
5. The employees’ performance standards do not accurately reflect employees’ assignments
and workload, and management has not provided employees all the necessary training
and information. For example:
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a. Some employees do not have a position description document.
b. New responsibilities have been added to employees’ workloads without any
corresponding adjustment in performance standards.
c. Employees have asked management for mentors to teach them how to perform
new duties properly, without any response.
d. Employees are working over forty hours per week, including nights and
weekends.
e. In addition to their IT project manager duties, employees have been given the
responsibilities of acquisitions managers, which should by handled by the
Contracting Officers Representative Office and which require different skills and
training that do not come under the project manager position description.
f. Project managers lack backup, preventing deadlines from being met when a
project manager takes leave or attends training; the project managers are then
blamed for delays.
g. Management regularly fails to share with project managers their communications
with program offices, resulting in project managers being unable to comply with
directives or requirements.
h. Financial reports are not available for project managers to monitor finances.
i. Management has not provided enough licenses for all project managers to access
the acquisition system, interfering with the employees’ ability to access and
maintain acquisition-level documentation in the system.
j. Management has failed to establish and communicate standardized protocols to
follow.
k. Changes in management have hampered communication and confused
understanding of requirements. Management has failed to provide adequate
training, transition time, and clear information in order for employees to function
effectively.
6. It appears that performance standards have been applied in an arbitrary and invalid
manner; indeed, the performance standards fail to include meaningful measures and were
not issued in accordance with the requirements of our collective bargaining agreement.
a. Many of the performance issues have to do with weekly project management
reports, which are a factor in two of the critical elements, Transform HUD's IT
Project/Portfolio Management and Accountability. The Project/Portfolio
Management standard measures employees on the percentage of information that
is current. The performance deficiencies identified do not nor address the
percentage of current information; instead, many of them state that “weekly
project management reports are inaccurate or incomplete ___ % of the time for
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___ weeks.” That is not the same measure, nor does it appropriately distinguish
between failures to provide any reports and incomplete reports, which obviously
provide some percentage of updated information.
b. Employees have been evaluated on systems they do not manage; situations they
have tried to resolve with management and for which they still lack a response.
For example, their failure to provide weekly updates on systems they do not
manage has been used as an example of performance deficiencies.
c. Management failed to resolve outstanding issues such as verification of work
assignments, validation of current and accurate position descriptions, and
assurance of reasonable (i.e., 40 hours per week) workloads before issuing the
letters.
d. Performance standards lack specificity. For example, the Project/Portfolio
Management standard does not define a unit of measurement. Under Building
Coalitions, “No more than two instances of performance deficiency that detracts
from OCIO goals and objectives” is a fully successful level, but it is unclear what
is a performance deficiency; whether it is per day, week, rating period, or system;
or how it is determined whether something (and what) actually “detracts from
OCIO goals and objectives.”
e. Employees are held responsible, and deficient, for issues outside their control.
f. Management failed to comply with the collective bargaining agreement in issuing
the performance plans.
7. It appears that management did not provide employees with their FY 2021 performance
plans until January 27 or February 4, 2021. Thus, employees have not worked under
those plans for more than two months as of the time the letters of performance concern
were issued, and their supervisor for those two months has left.
a. While ongoing feedback is encouraged, the letters of performance concern are not
informal reviews. Employees must be appraised for a period of no less than ninety
days by a supervisor who is familiar with their work.
b. Some employees have stated that they have not interacted with you, or have had
only minimal interactions, which makes it inappropriate for you to make
performance determinations as described in the letters.
c. Management has compounded the matter by prematurely issuing the InCompass
Mid-Year Review task to employees.
8. The letters of performance concern are inappropriately issued because Mr. Theisen is no
longer the employees’ supervisor and is unable to observe the employees directly. While
one letter was issued by you, Mr. Theisen supervised that employee throughout the
period covered by the letter. For this reason, it is improper for either you or Mr. Theisen
to attempt to “monitor” these employees’ performance.
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For these reasons, AFGE Local 476 requests that you immediately rescind the letters of
performance concern and advise the recipients and the Union of the rescission by April 9, 2021.
We encourage you to ensure that all employees have current and accurate position descriptions,
and that performance standards accurately reflect and reasonably measure the work required of
the employees.
Request for Information
If you do not rescind all of the letters by April 9, AFGE Local 476 requests that you provide the
following information no later than April 9, 2021. This request is in accordance with 5 U.S.C. §
7114(b)(4).
Statement of Particularized Need: The Union requires the following information in order to
determine whether violations of the collective bargaining agreement have occurred, to determine
whether the Agency has misapplied performance standards, to determine whether to file one or
more grievances, and to obtain information needed to fulfill our representational obligations to
the affected bargaining unit employees.
The Union requires the information by April 9 in order to make decisions and file any necessary
actions in a timely manner to protect the rights of bargaining unit employees under our collective
bargaining agreement.
Information Requested: For each affected bargaining unit employee, please provide:
1.
2.
3.
4.
5.
6.

Current position description.
Current performance standards.
FY 2020 or most recent final performance appraisal.
List of systems/projects/duties for which the employee is responsible.
Date that the employee was assigned responsibility for those systems/projects/duties.
Most recent weekly project management report for each system, identifying which
employee submitted it.
7. A copy of each email to the employee that criticized the employee’s performance.
The Union reserves the right to request additional information regarding this matter.
The following are the bargaining unit employees currently known to be affected. The Union has
received representation designation letters from them so there is no bar to providing the
requested information.

I am the contact for this matter. All responses may be sent to me at jerry.gross@hud.gov. Thank
you for your prompt response.
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Exhibit 3
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Highlighting the Good, the Bad and OCIO Culture Concerns
From: Webber, Christopher S <Christopher.Webber@hud.gov>
Sent: Friday, March 12, 2021 8:13 PM
To: OCIO_Employees_All <OCIO_Employees_All@hud.gov>
Subject: Highlighting the Good, the Bad and OCIO Culture Concerns
Team OCIO,
In keeping with what I started on February 24th , I will be sending out emails to ensure we’re all on the
same page when it comes to OCIO operations.
Today’s Topic: Highlighting the Good, the Bad and OCIO Culture Concerns
I want to thank everyone for the support these last few weeks as I’ve become more ingrained in the
team, processes, outcomes. Over the course of these weeks, I’ve been listening to staff, reading
progress reports and evaluating general OCIO performance. At this time, I believe I have a solid picture
of the current State of OCIO. As you can imagine, there are bright spots and there are not so bright
spots. It is my aim to highlight both over the next few months and years.
Over the next 6-12 months, the things I’d like to see created are:
1. An engaging OCIO Intranet Site where we can:
a. Showcase who we are as individuals, tell our personal story (if you feel like sharing).
b. Showcase our accomplishments… combined with their small and large impacts to the
HUD Mission
c. A virtual “suggestion box” that may filter up general improvement ideas or wholly new
technology and/or process improvement suggestions.
d. Dashboard capability that shows INFOSEC concerns (not so detailed as to be a risk), Data
Center and Office performance metrics in near real-time, etc.
e. Project Plans with detailed timelines for all OCIO efforts.
f. Budget…not so detailed as to divulge unnecessary data (personal salaries, etc.) or
provide existing contractors an unfair advantage in competition.
2. An OCIO Quarterly Newsletter for the Department that covers: 1.) INFOSEC News You Can Use,
2.) Modernization Efforts & their Impacts, 3.) Quarterly OCIO Employee Bio 4.) Budget Report 5.)
Project Status Report. The goal is 100% transparency in all we do in OCIO.
3. Modernize the tools used to manage budget, contracts, projects and hiring using a single
platform that will allow the efforts and outcomes of each responsibility to better feed into each
other, provide greater visibility into timelines and be more reportable.
Over the next Now - 6 months, the things I’d like to see corrected are:
1. Toxicity: Performance Reviews/Bonuses – the number of sensitive conversations that are
taking place between OCIO staff regarding their performance measurements, bonuses, etc. is
the worst I’ve seen. The way staff share the details of their evaluations serves only to foment
more discontent and is, speaking frankly, no one’s business except the employee and the
manager. It’s unethical and unprofessional and needs to cease.
a. How to Correct: Stop. If you wish to see OCIO overcome “sins of the past” we must
actively show more interest in the future than the things that are holding us back.
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Additionally, I ask those who see this type of conversation taking place to have the
Courage and Integrity to call attention to it in the moment and help put it to a stop.
2. Toxicity: Hiring Decisions - Additionally, OCIO staff are actively attacking each other with
regards to the skillsets and justifications of people being hired. This too serves to foment
discontent, distrust but also has the potential side-effect of ruining someone’s career and ability
to provide for themselves, etc. Same as #1, it’s gossiping, unethical, unprofessional and needs to
cease immediately. You do not have all the facts regarding how someone was hired, nor do you
have a right to those facts. So, in the absence of facts the conversation should never take place.
Furthermore, this conduct erodes the effectiveness of the OCIO as a whole. Like an engine, each
piston must fire in time with the other OCIO pistons. Failure in one area has an adverse impact
on the entire Team’s ability to perform. An OCIO divided cannot stand.
a. How to Correct: see 1a. The first question I always ask of people who tear down
someone who was hired for a role they envied is…did you apply for the position because
if you didn’t, then you really have no room to complain.
b. General approach to handling disagreements:
Speak to the person with whom you have an issue directly, like a professional. Doing
otherwise will deprive that person (manager or otherwise) their right and ability to
honorably handle your concern. It’s entirely possibly they may not be aware they are
doing something you are concerned with! If your concern isn’t resolved, schedule a
conversation with the person and their manager, and engage in a fair, factual, and open
discussion with the intent of working to a common resolution. As always there are
several outcomes you can/should expect: a.) Status Quo is maintained, b.) corrective
actions are recommended and applied, c.)all parties are left unsatisfied. If the manager
believes that nothing illegal, immoral, or unethical has transpired, their decision should
stand as the Manager should understand how the issue and its resolution may/not serve
the efficiency and effectiveness of HUD. The manager should also make themselves
aware of existing policy to ensure their handling of an internal complaint is addressed in
a compliant manner. If all parties are left unsatisfied, all parties should schedule a
meeting to discuss the issue with the DCIO for your division. Of course, there are
numerous variables that this high-level process may not cover, but it should serve to
effectively address most of the things that have already made it up to me in my short
time here at HUD OCIO. Establishing professional relationships and working together
with the spirit of “Always assume best intent…” goes a long way to improving OCIO
relationships. At no time should the issue be discussed beyond anyone not involved, as
that would contradict the discretion I’m asking you to exercise.
There’s a right way and a wrong way to go about handling one’s legitimate concerns.
Wasting taxpayer dollars by submitting fact-less, base-less complaints through
mechanisms like Hotline and Whistleblower or other honorable mechanisms only waste
time, energy, resources, and internal goodwill. They literally tie up OGC, OCHCO and
OCIO leadership unnecessarily for days/weeks. If you’re going to escalate a true issue
using these solutions, present them in an intelligent, factual manner that will ensure
your legitimate concern gets the attention and justice they deserve.
Over the next Now - 12 months, the things I’d like to see implemented and embraced are:
1. Accountability – I’ve heard from numerous persons in OCIO that the performance of Federal
employees could be improved, but staff have not been held accountable for so long that it
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would be wrong to suddenly expect more of them. I understand this sentiment but will not
embrace it. There comes a time where an organization must look in the mirror and ask itself
what needs to be fixed, and how can that corrective action be performed as quickly and
honorably as possible. Another way of looking at this is via a motorcycle metaphor:
While riding a motorcycle, you’ll note that the spinning action of the wheels helps keep the
bike vertical and ride straight…like a gyroscope. Following that thought, when entering a
turn the motorcycle will go perfectly straight unless you lean into and look through the turn
and therein lies the metaphor…simply turning the handlebar left or right is only part of
turning, you MUST look through the turn to where the road becomes straight again in order
to avoid an accident. How do you “look through the turn?”
a. How to Correct:
Performance Plan Overhaul: Managers are being asked to re-review existing
performance plans so that PY22 plans will have true, impactful, measurable goals that
push the HUD OCIO Mission, which should directly feed the HUD Mission, forward. The
goals should clearly define what a Level 3, 4, 5 rating looks like and help the employee
know where their efforts are adding value to the Mission. Furthermore, it should also
help the employee cease work not in-line with their plan. Who else is involved in the
creation of Performance Goals? YOU! That’s what may be missed here. I encourage each
of you take a stab at developing your own Goals (see attached) that you feel best meet
your DCIO’s vision? Who knows, you may surprise yourself and your manager with how
in step you are with the Mission and their expectations. The attached is something I’ve
used for years to capture and rate/score my own goals. If you leave Columns C and D
alone, the automated scoring will play itself out.
2. Develop an Integrity and Compliance Program
This program will help OCIO personnel embrace new values that align them with the concepts of
Integrity, Stewardship, Trust, Courage and Accountability in every conversation, every action,
every deliverable.
3. Transparency
Share the PDCIO’s Performance Plan (see attached). Next years is already under construction
and promises to be more impactful and detailed.
4. Management Review
In approx. 6 months, and then at my 1-year mark, I will send each of you a survey seeking your
perspective on what I’ve accomplished thus far, failed to accomplish, should start…should stop,
do more of, less of, etc.
5. Training
I am working to increase the ceiling for training to something that more accurately reflects the
training needs of OCIO personnel. $1,500/year/employee can barely pay for books 😊. I ask all
employees to take a personal stake in your own career by researching and requesting
meaningful training that will further the OCIO Mission. Please do not default to training that
requires travel and hotel stays. Nearly everything you need is available online. I know many
think they can only learn while in a classroom because of continuous work-related interruptions.
This should not be used to prevent growing and evolving into modern information technology
professionals. If COVID has shown us anything, we can do anything from anywhere.
Consequently, I want to investigate providing OCIO staff with the ability to spend 1 day per week
or pay period focused solely on training…no email, no phone calls, no meetings, no work beyond
the training. Training is work and adds value immediately. Along with this training initiative,
there would be an expectation that an employee brings that training back to OCIO and perform
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a Train-the-Trainer exercise to help their peers better understand what was learned, and to
what degree.
6. Team Building
I’m open to suggestions, and of course, have some ideas of my own:
• For those personnel local to DC, I’d like to suggest a HUD OCIO Bike Team. The annual
race I’ve done in the past is the Seagull Century. It would be a fantastic experience
getting people out on a 100-mile ride on the scenic Eastern Shore with virtually zero
elevation and a gentle back breeze pushing you along… Plus, imagine a Peloton of 30
HUD OCIO bikers hitting speeds of 40mph blazing to the finish line. Pretty sweet…
• Steps and weight loss challenge – self explanatory
• Hackathon - Quarterly or Bi-Annual - https://hackathon.guide/. Who knows, maybe we
can make it an HUD vs. HUDOIG competition for grins ;-p
This email comes from a good place and with the best intent. I know some of the material may seem
inflammatory, and frankly am OK with that. Sometimes it’s a necessary evil to speak so plainly there’s no
room for ambiguity or confusion… Those employees who are performing the actions I’ve laid out under
Toxicity know who they are and should take this email as a moment to reflect and become part of the
solution, not the problem. We all succeed or fail based on the actions of our peers.
We are a support arm of HUD. Support MUST start within OCIO before we can effectively help our
stakeholders. Support one another.

V/r,

Christopher Webber
Principal Deputy Chief Information Officer
U.S. Department of Housing and Urban Development
451 7th Street SW, Room 4158, Washington, DC 20410
202-770-9878 (cell)
Need Assistance? The answer may be here!
PS: Next PDCIO Bulletin – Top 3 Priorities: Personnel Management, Contract Management, Project
Management
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Highlighting the Good, the Bad and OCIO Culture Concerns
From: Carter, Cynthia F <Cynthia.F.Carter@hud.gov>
Sent: Wednesday, March 24, 2021 11:53 PM
To: Webber, Christopher S <Christopher.Webber@hud.gov>; Secretary Fudge
<Secretary.Fudge@hud.gov>
Cc: OCIO_Employees_All <OCIO_Employees_All@hud.gov>; Robinson, Ashaki
<Ashaki.Robinson@hud.gov>; Carraway, Antonio A <Antonio.A.Carraway@hud.gov>; Jones, Jennifer C
<Jenn.C.Jones@hud.gov>
Subject: RE: Highlighting the Good, the Bad and OCIO Culture Concerns
Madame Secretary – Please note that the Office of the Chief Information Officer is broken in
more ways than you can imagine. we have spoken with a number of our BUEs who would
welcome the opportunity to provide some “boots on the ground” insight into the underbelly of
the beast. If you are amenable, I will avail myself to ensure this happens. My only word of
advice would be that you not allow management to cherry-pick which employees you speak
with as you will not receive a true representation of the dysfunction that plagues that office and
the BUEs that work there.
+++++++++++++++++++++++++++++++++++++++
Christopher,
The Union was made aware of your recent diatribe below titled “Highlighting the Good,
the Bad and OCIO Culture Concerns” that was shared with our members and bargaining unit
employees within the Office of the Chief Information Officer, and have concerns with much of
what was spewed at the staff. While we recognize your tenure with the OCIO organization has
only been around the 90-day mark, please know that your mission may have been better served
by FIRST taking some real time to accurately and effectively gauge the climate of the OCIO
before sending your self-proclaimed “inflammatory” email. That aside, I would be remiss in my
duties as Local President if I did not acknowledge your adroit attempt to shift the blame of years
of managerial incompetence and overall dysfunction onto the very employees that keep this
office running. If this is how you are choosing to uplift, encourage and empower your team to
be better than they were before your tenure in the CIOs office, I can assure you that THIS was a
complete miss.
Given your most recent background working for the Office of the Inspector General, one
would assume that you were equipped to recognize the differences in culture between your
prior workplace and here. And if not, then maybe that should have also been something you
sought to hone in on before criticizing and attacking the very people that work to keep this
office and this Agency technologically afloat. This sir, is what leads to positive reinforcement
and a better buy-in from the team - collectively.
As an officer of Local 476, I have acquired a better understanding of the CIO
environment not only through meetings and discussions with our members and bargaining-unit
employees, but also by engaging with those non-BUEs and managers as well. Through those
discussions, meetings, hostile work environment allegations and subsequent investigations, EEO
and whistleblower cases, my knowledgebase of the “toxicity” within the organization has grown
exponentially. While I would definitely agree with your overall characterization of the
environment, I would also caution you on where you haphazardly choose to place the blame.
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The success of any organization, be it public or private sector, begins at the top and
OCIO management is not exempt from this responsibility. For far too long, OCIO management
has [seemingly] been allowed to wreak havoc on its staff and the external HUD customers it
serves, with little to no consequence or repercussions to those in positions of power that were
responsible for the melee that later ensued. However, those worker bees (BUEs) that serve on
the front lines to ensure deadlines are met, and priorities are achieved were made to suffer in
silence or risked the wrath of a manager that made each and every work day, and sometimes
vacation days, a living nightmare. In the CIOs office alone, we have seen bargaining unit
employees retaliated against for whistleblowing; employees with ADA recognized disabilities
blatantly discriminated against and those that sought relief by requesting a hostile work
investigation tormented, micromanaged and blatantly harassed by the very manager the
allegations were against. While I could go on and on with many instances of unfair, disparate
and sometimes even unlawful treatment of our members and BUEs, for the good of the order, I
think its best if I specifically address your email below:

Toxicity: Performance Reviews/Bonuses - To be frank, the details of an employee’s
performance evaluation and/or performance bonus belong to that employee, and thus
they are not precluded by you from having discussions with whomever they choose. For
you to suggest that having these types of conversations “only foment more discontent”
and further suggest they are “unethical and unprofessional”, is actually the epitome of
how the “toxic” foundation laid by your predecessors came to be. It also suggests that
you are actively willing to maintain the very “toxic” culture that you are professing to
want to erase. For your personal edification, there is nothing unethical or unprofessional
about any employee voluntarily sharing information regarding their own performance
evaluation and/or performance bonus if they so choose. The fact that you would like for
them to walk in silence suggests to me that you are proving to be more on the side of the
problem, and not necessarily the solution. Fear is never the way to manage your staff,
nor is mandated silence. So, in keeping with your suggestion outlined below on how to
correct the problem, and as the President of AFGE Local 476 and the voice for our
members and BUEs, I absolutely have the “Courage and Integrity” to call you out on your
perceived attempt at verbal intimidation, and am demanding that you seek a more
unified and cohesive approach – if it is truly your desire to affect positive change within
this already fractured and fragmented organization.
As an aside and although non-bargaining unit employees are well outside the purview of
AFGE’s representational responsibilities, I felt it prudent to bring this to your attention, in
the event you failed to capture it while becoming “ingrained with the team”. For
several years we have received complaints about certain “managerial type” employees
that frequently and freely divulge and discuss fellow OCIO employees “need to
know/protected information” with anyone that has an ear to listen. The Union has
complained to varying levels of management, with minimal improvement. So our hope
is that while you are addressing the fungus that plagues your team, you will add this to
your tickler file as well.

Toxicity: Hiring Decisions - Again, I find it unfortunate that you did not take the time
needed to conduct a deep dive into what the underlying issues are within this
organization. Although it is clear that, at a minimum, you have identified some of
the toxicity that exists, you have failed to outwardly acknowledge from where
this toxicity stems. To put it in a way that would be easy for all to understand, while you
are busy pointing your managerial finger at the staff, never forget that there are always
three more pointing back at you. When you agreed to accept this position, you also
agreed to inherit all of the problems that come with that role. The success of your
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organization begins with YOU and your team of leaders. If you want to erase
the toxicity that has taken over, you must first work on RE-building TRUST and STOP
encouraging an atmosphere of fear, silence and intimidation which has plagued OCIO
for many, many years. While, at best, it may be inappropriate to speak on how or why
someone was hired, the distrust that has been fomented and the erosion of OCIOs
effectiveness stems from those in positions such as yours that have failed to lead with
integrity, honesty and the willingness and ability to help forge an atmosphere of
empowerment, appreciation and recognition for those employees that so selflessly serve
every day; sometimes under the supervision and direction of some of the
most toxic mangers within the Department.
In keeping with your analogy, “Like an engine, each piston must fire in time with the other
OCIO pistons. Failure in one area has an adverse impact on the entire Team’s ability to
perform. An OCIO divided cannot stand……”, If each CIO BUE represents a piston, and
CIO management represents the engine, know that without the pistons,
the engine cannot operate. But more importantly, any defects in the engine, will
eventually cause each piston to erode and falter. In other words, if management (the
engine) is toxic/defective, it doesn’t matter how hard the employees (pistons) work, as
their efforts will always be represented as a failure when in actuality their failure is a direct
result of the defects in management. (Let that sink in…..)
While I am more than prepared to address your off-putting email word for word, I think it
best to synopsize my closing as I choose not to lose the interest of my audience. If it
is accountability you seek, start with your leadership. If it is integrity and compliance that you
are after, ensure that your managers are equipped to lead by example. (As I can assure you
many of them are not.) If transparency is truly important to you and the OCIO in its entirety, then
begin by not encouraging an atmosphere of silence through intimidation, but encourage open
and active dialogue so that everyone feels heard and everyone feels valued. If you truly desire
an open and honest management review in the upcoming months, I would suggest utilizing a
mechanism in which employees can report anonymously so that there is no fear of retaliation for
offering the very thing you asked for – their opinion. Training is always needed, and I agree that
$1500 per OCIO employee does not go a long way. However, do not stifle or limit the types of
training requests that can be submitted; remember, you get what you pay for. Invest in your
team so that they can re-invest in their jobs. And finally team building, know that no amount of
team building will ever be effective if your foundation (engine) is out of order. If employees
don’t feel that they can TRUST their leadership, the team will never be a cohesive unit, and will
continue down the same toxic, fragmented path that it has always traveled.
Although I find it unfortunate that you are “ok” in knowing that some may have
characterized your email as inflammatory, one can only hope that you have gleaned a
modicum of insight and understanding from my email. Hopefully you will apply some or all of it
in the upcoming days, weeks or months as you look to fix that which is broken within your
organization.
Know that I too am a firm believer of “it’s a necessary evil to speak so plainly there’s no
room for ambiguity or confusion”, which is what I have attempted to convey in my message to
you today. Please know AFGE Local 476 is an ally and here to assist in any way we can, but our
FIRST and most important responsibility lies with our members and bargaining-unit employees. As
such, when they feel slighted or disrespected, so do we. Going forward, let us make this the
plan – OCIO management will purposefully carry out the very charge that you have conveyed
in your email below. (Fix the foundation, and the rest will follow.)
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I welcome the opportunity to discuss in as much or as little detail as desired – just let us
know. Until then…….

Agree Where We Can. Fight When We Must.
But Always….. In Solidarity,

CYNTHIA FISHER CARTER, President| AFGE Local 476 | (202)402-2915
Pearl of Wisdom: “Work until your signature becomes an autograph.”

**CWS: EVERY Friday - During the pandemic, I can be reached at the above office number. **

