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DECLARATION 

I, Timisha D. Fitzgerald Walker, declare as follows:  

1. I am a paralegal in the U.S. Department of Agriculture’s Office of General Counsel. I work in 

the Civil Rights, Labor & Employment Law Division. This declaration is based on my personal 

knowledge and information that I have obtained in the course of my official duties, and is 

made in support of Defendants’ Opposition to Plaintiffs’ Motion for a Preliminary Injunction 

regarding the U.S. Department of Agriculture’s Reorganization Plan.  

2. Exhibit 1 is a true and correct copy of the notification letter sent by Deputy Secretary of 

Agriculture Stephen Alexander Vaden to Senator John Hoeven on July 17, 2026, regarding 

USDA’s reorganization process. 

3. Exhibit 2 is a compilation of the true and correct copies of the relevant notification letters 

sent by Deputy Secretary of Agriculture Stephen Alexander Vaden to members of Congress 

on USDA’s reorganization. 

4. Exhibit 3 is a true and correct copy of the “Memorandum of Understanding on Relocation 

Negotiations Between: The American Federation of Government Employees (AFGE) Local 

3403) and Economic Research Service (ERS) & National Institute of Food and Agriculture 

(NIFA), United States Department of Agriculture (USDA),” dated June 18, 2026.  

5. Exhibit 4 is a true and correct copy of the “Memorandum of Understanding USDA Forest 

Service Reorganization” between “the United States Department of Agriculture, Forest 

Service (Management), and the National Federation of Federal Employees, Forest Service 

Council (Union),” dated June 12, 2026.  

6. Exhibit  5 is a true and correct copy of the “Memorandum of Understanding Between the 

U.S. Department of Agriculture, Food and Nutrition Administration and the National 

Treasury Employees Union Concerning the Office Move from 1320 Braddock Place to the 

Yates Building and the George Washinton Carver Center (GWCC),” dated June 30, 2026. 

7. Exhibit 6 is a true and correct copy of the “Braddock Place Office Move, Memorandum of 

Understanding (MOU) Between Food and Nutrition Service, Mid-Atlantic Regional Office, 

USDA and American Federation of Government Employees (AFGE) Local #2735,” dated 
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April 3, 2026. This document is a true and correct copy, but Defendants have subsequently 

redacted the individual employees’ name to maintain their privacy, as their name is not relevant 

to any issues in this case.  

8. Exhibit 7 is a true and correct copy of the “Memorandum of Understanding Between the 

American Federation of Government Employees (AFGE) Local 3147 and the Beltsville 

Agricultural Research Center (BARC) & U.S. National Arboretum (USNA), Agricultural 

Research Service (ARS), United States Department of Agriculture (USDA) dated July 2, 2026. 

9. Exhibit 8 is a true and correct copy of the “Article 30 Bargaining Notice – Office of 

Operations Reorganization,” between “Department of Agriculture, Office of Operations and 

AFSCME, Council 20, Local 2846,” dated April 30, 2026.   

10. Exhibit 10 is a true and correct copy of the “United States Department of Agriculture FY 

2026 Staffing Plan,” dated December 21, 2025. This copy was produced by USDA to Plaintiffs 

with Bates numbers USA-AFGE-Exp.-0428551–USA-AFGE-Exp.-0428580.   

11. Exhibit 11 is a true and correct copy of USDA’s “Updated Staffing Plans for FY 2026,” dated 

February 27, 2026. This copy was produced by USDA to Plaintiffs with Bates numbers USA-

AFGE-Exp.-0428754–USA-AFGE-Exp.-0428756. 

12. Exhibit 12  is a true and correct copy the Secretary of Agriculture’s, “Secretary’s Memorandum 

1078-008, Exemption of National Security and Public Safety Positions from the Federal Civil 

Hiring Freeze,” dated April 22, 2025. This copy was produced by USDA to Plaintiffs with 

Bates numbers USA-AFGE-Exp.-0428581–USA-AFGE-Exp.-0428586. 
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I declare under penalty of perjury under the laws of the United States that the foregoing is true 

and correct. Executed July 24, 2026, in Washington, D.C.  

 

       ______________________ 

       TIMISHA D. FITZGERALD WALKER 

 

 
 

TIMISHA WALKERDigitally signed by TIMISHA WALKER 
Date: 2026.07.24 18:49:06 -04'00'

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 4 of 166



 
 

EXHIBIT 1 

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 5 of 166



July 17, 2026 

OFFICE OF THE DEPUTY SECRETARY OF AGRICULTURE 
WASHINGTON, D.C. 20250 

THE HONORABLE JOHN HOEYEN 

Chairman 
Subcommittee on Agriculture, Rural Development, 

Food and Drug Administration, and Related Agencies 
Committee on Appropriations 
United States Senate 
129 Dirksen Senate Office Building 
Washington, D.C. 205 l 0 

Dear Chairman Hoeven, 

The United States Department of Agriculture (USDA) reorganization process began with 
Secretary's Memorandum l 078-015, which authorized and directed the actions necessary to 
effectuate the consolidation, unification, and optimization of functions within USDA. I have 
committed to keep Congress apprised of our reorganization activities. To that end, I am sending 
this letter as a summary of actions USDA has taken toward achieving improved effectiveness and 
accountability, enhanced services, reduced bureaucracy, and cost savings for the American 
people. 

As we have noted from the outset, this is an iterative, multi-faceted process; and the Department 
is implementing its reorganization efforts on a mission area and office-specific basis. USDA has 
provided Congress with the following reorganization-related written notifications to date: 

• Food Safety and Inspection Service (FSIS)- April 23, 2026; 

• Research, Education and Economics (REE) and the Office of Partnerships and Public 
Engagement (OPPE) - April 23, 2026; 

• Departmental Administration and Staff Offices - April 30, 2026, and May 5, 2026; 

• Food and Nutrition Administration (FNA) - April 30, 2026; 

• Foreign Agricultural Service (FAS) - June 17, 2026; 

• Fann Production and Conservation (FPAC)- June 17, 2026; 

• Rural Development (RD) - June 17, 2026; 

• Agricultural Marketing Service (AMS) - June 17, 2026; 

• Office of the Chief Information Officers (OCIO) - June 17, 2026; and 

• Office of the Assistant Secretary for Civil Rights (OASCR) - June 17, 2026. 
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On March 31 and April 2, 2026, oral notification of reorganization plans for the Forest Service 
were provided in an open meeting to all staff members of the House of Representatives 
Appropriations Subcommittee on Interior, Environment, and Related Agencies; the Senate 
Subcommittee on Interior, Environment and Related Agencies; the Senate Committee on 
Agriculture, Nutrition and Fores try; and the House of Representatives Committee on Agriculture. 
As part of the Department's process to implement its reorganization, USDA is committed to 
meeting its collective bargaining obligations. The responsible agencies and mission areas within 
USDA have provided the required union notifications. USDA has completed the following 
reorganization-related bargaining obligations to date: 

• Forest Service and NFFE-FSC - agreement dated June 12, 2026; 

• Economic Research Service (ERS)/National Institute for Food and Agriculture (NIFA) 
and AFGE 3403 - agreement dated June 18, 2026; 

• Agricultural Research Service (ARS) and AFGE 3147 (BARC) - agreement dated July 2, 
2026; 

• Office of Operations (00) and AFSCME 2846 - obligation met on May 15, 2026; 

• FNA and NTEU Chapter 226 for National Capital Region (NCR) relocations - agreement 
dated June 30, 2026; 

• FNA and AFGE 2735 for NCR relocations - agreement dated April 3, 2026; and 

• Office of Hearings and Appeals (OHA) and AFSCME 3020 for NCR relocations -
obligation completed. 

These bargaining activities account for over 755 impacted USDA personnel, excluding the Forest 
Service. There are approximately 29,000 Forest Service employees. Approximately 500 
employees received a letter that they may be subject to relocation. As of July 17, the Forest 
Service estimates that approximately 250 employees would be relocated; however, that number 
may change as the reorganization effort moves forward. 

In addition to the completed labor negotiations noted above, the following negotiations remain in 
progress: 

• FNA Mid-Atlantic Region and AFGE 2735; 

• FNA and NTEU regarding employees in six regional offices and the Retailer Operations 
and Compliance offices; 

• OASCR and AFGE 3147; and 

• Rural Development and various AFGE and AFSCME units. 

For the remaining reorganization announcements made on June 17, the Department intends to 
initiate union negotiations on or after July 20. 

As part of USDA's implementation of its reorganization plan, the Department is also right-sizing 
its real estate footprint to increase operational efficiencies. As required by the Utilizing Space 
Efficiently and Improving Technologies (USE IT) Act, USDA has notified the General Services 
Administration (GSA) where the Department did not meet its statutory occupancy requirements 
and is relinquishing control of these facilities to GSA or terminating leases as appropriate. The 

2 
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Department has taken actions to reduce leased space in underutilized locations and has worked 
with GSA to occupy available space in our new hub locations. 

Lease Terminations and Disposals: 

• The General Services Administration announced the disposal of the South Building, 
located at 1400 Independence Avenue SW, Washington, D.C., on February 25, 2026. 

• FNA submitted a lease termination request for its facility at 1340 Braddock Place, 
Alexandria, Virginia, on March 6, 2026. 

• The Office of General Counsel (OGC) submitted a lease tennination request for its 
facility located at 700 West Capitol A venue, Little Rock, Arkansas, on April 6, 2026. 

• OGC submitted a lease termination request for its facility located at 630 Sansome Street, 
Suite l 040, San Francisco, California, on May 8, 2026. 

• OGC submitted a lease termination request for its facility located at l O l South Main 
Street, Temple, Texas, on May 14, 2026. 

• OGC submitted a lease termination request for its facility located at 1220 SW 3rd Ave., 
Portland, Oregon, on July 15, 2026. 

New Lease Actions and Facilities-related work: 

• Expanded lease on the 7th floor of the Bennett Building in Salt Lake City, Utah, to 
establish USDA 's hub location (December 2025). 

• Executed a new lease at 2300 Main in Kansas City, Missouri, to establish USDA's hub 
location (December 15, 2025). 

• Submitted a request to GSA for a new lease in the Bannister Building in Kansas City, 
Missouri, to support USDA's hub location (July 2026). 

• Completed renovation of the 5th floor of the Yates Building in Washington, D.C. -
including paint, carpet, and new cubicles - in April 2026 and subsequently relocated FNA 
staff from Braddock Place (May 2026). 

• Transferred lease on the 4th floor of the Bennett Building in Salt Lake City, Utah, from 
NRCS to establish the new headquarters office of the Forest Service (June 2026). 

• Submitted a request to GSA for a new lease in New York, New York, for FNA (June 
2026). 

• Submitted a request to GSA for a new lease in Los Angeles, California, for FNA (June 
2026). 

• Initiated renovation of floors one through four of the Yates Building in Washington, 
D.C., to accommodate personnel affected by the closure of the South Building and to 
support compliance with USE IT Act requirements (July 2026). 

• Entered final negotiations for new space for the Natural Resources and Conservation 
Service (NRCS) in Fort Worth, Texas (July 2026). 

Throughout this reorganization, USDA has maintained its focus on fulfilling its mission of 
serving America's farmers, ranchers, producers, and consumers. There will be no disruption to 
ongoing projects at any Agricultural Research Service facilities. With respect to the Beltsville 

3 
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Agricultural Research Center, the only projects that have been tenninated are those that were 
specifically defunded by Congress. 

If you have any questions related to this notification, please have your staff contact USDA's 
Office of Congressional Relations at (202) 720-7095 or ocr@usda.gov. 

Sincerely, 

JM--~14 
Stephen Alexander Vaden 
Deputy Secretary 
U.S. Department of Agriculture 

Enclosures 

CC: The Honorable Jeanne Shaheen 
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OFFICE OF THE DEPUTY SECRETARY OF AGRICULTURE
WASHINGTON, D.C. 20250

April 23, 2026

THE HONORABLE Jol-IN HOEVEN

Chairman
Committeeon Appropriations
Subcommitteeon Agriculture. Rural Development,
Food and Drug Administration,and RelatedAgencies

United StatesSenate
129 Dirksen SenateOffice Building
Washington,D.C. 20510

DearChairmanHoeven,

I am writing to inform the Subcommitteeon Agriculture, Rural Development,Food and Drug
Administration,and Related Agenciesof organizationalrealignmentsthat arebeingplannedfor
the United StatesDepartmentof Agriculture’s (USDA) Food Safetyand InspectionService
(FSIS). The organizationalrealignmentsinvolve the following FSIS offices:

• Office of Investigation,EnforcementandAudit (OIEA);
• Office of Field Operations(OFO);
• Office of the ChiefFinancialOfficer (OCFO);
• Office of EmployeeExperienceand Development(OEED);
• Office of Public Affairs andConsumerEducation(OPACE);
• Office of the Chief Information Officer (OCIO);
• Office of Policy and ProgramDevelopment(OPPD);
• Office of InternationalCoordination(OIC);
• Office of Management(OM); and
• Internal Affairs (IA).

The proposedchangesare essentialto enhanceorganizationalperformancein supportof FSIS’
future vision and modernizationefforts in food safety. Theproposedchangesincludethe
following:

Office of Investigation,Enforcementand Audit (OIEA)

FSIS is proposingto abolishOIEA’s Complianceand InvestigationsDivision (CID)
headquartersoffice and reorganizethe four regionaloffices by streamliningtheir management
structure. Specifically, investigativeresourcesin the four existingregionswill be combinedinto
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two regionsandrenamedComplianceand InvestigationsRegion WestandComplianceand
InvestigationsRegion— East. This will be accomplishedby:

• Incorporatingthe CID — SouthwestRegioninto the CID — WestRegionand renamingit
the Complianceand investigationsRegion— West.

• Combiningthe CID — NortheastRegionwith the CID — SoutheastRegionand renamingit
the Complianceand InvestigationsRegion— East.

The combiningof regionswill eliminatetwo GS-15RegionalDirector and two GS-l4 Deputy
RegionalDirector positionsthroughattrition. Additionally, the vacantGS-15 CID Director
position that oversawthe four RegionalDirectorswill be abolished,and the two remaining

RegionalDirectorswill reportdirectly to the DeputyAssistantAdministratorfor OIEA. The
SeniorComplianceSpecialiststhat wereoverseenby the CID Directorwill be realignedto report
to the RegionalDirectors(Eastor West). In addition, the six employeesin the Resource
ManagementStaffwill be realigned to OFO’s ResourceManagementand FinancialPlanning
Staff. The Litigation EnforcementProgramStaff (LEPS)will be eliminated, The four attorneys
assignedto LEPS will be realignedto the Departmentand the remainingfive employeeswill be
realignedto the EnforcementOperationsStaff

Office of Field Operations(OFO)

OFO accountsfor approximately85 percentof FSIS employees.The proposedchangesin OFO
arekey to Agency efforts to enhanceorganizationalperformanceand supportFSIS’ future vision
and food safetymodernizationefforts. As inspectioncontinuesto modernizeandbecomemore
scientific, the numberand complexityof food safetytaskshassteadilygrown.

To enhancefood safetyefforts in this evolving work environment,FSIS seeksto restructure
OFO to allow managersand supervisorsto work morecloselywith their direct reports. In
responseto theseneeds.OFO will convertall currentGS-14 DeputyDistrict Managerpositions
to mobile managerialpositionsand distributethemneartheir areasof geographicresponsibility.
Additionally, OFO will reassignnine GS-14positionsfrom headquartersto the nine district
offices.

Employeeseparationsresul ting from the Deferred ResignationProgramrequiredmanagementto
assignJacksonDistrict responsibilitiesto surroundingdistricts. FSIS plansto makethosework
assignmentspermanent.TheJacksonDistrict Office will be closed. No movesor reassignments
will be necessitatedby this change.

The ResourceManagementand FinancialPlanningStaffwill gain six employeesfrom OIEA and
be renamedthe Field OperationsResourceManagement(FORM) Staff. FORM will serviceboth
OFO and OIEA and will report to the AssistantAdministrator,OFO.

Onetraining specialistwill be realignedto OPACE.

2
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Office of InternationalCoordination(OIC)

OIC will consolidateRegion 1 Staffand Region2 Staffunderthe new nameof Global
OperationsStaff. Combiningthe two regionseliminatesoneGS-15supervisoryposition. OIC
will also renamethe Import/ExportInfrastructureand ResourceManagementStaff to the Global
SystemsStaff.

Office of the ChiefFinancialOfficer (OCFO’)

The reportinglines will be updatedso the CFO will report directly to the ChiefOperating
Officer.

Office of EmployeeExperienceand Development(OEED)

FSIS plansto abolishOEED. All staffmemberswererealignedto OPPD,OCIO, and OFO
previously. The AssistantAdministratorwill be realignedto OFO.

Office of Public Affairs and ConsumerEducation(OPACE)

OPACE will be renamedthe Office of Public Affairs andTraining (OPAT) and will consistof
threedivisions— the Training Division; the FOIA, Privacy, and RecordsManagementDivision;
and the CommunicationsDivision. FSIS will dissolvethe Congressionaland Public Affairs Staff
as all positionsare vacant. The remainingOPAT staffwill be realignedinto oneof the three
newly defineddivisions. The training function and 23 employeeswill be realignedfrom OPPD,
OCIO. and OFO, and will be placedinto the new Training Division.

Office of the Chief Information Officer (OCIO)

OneAudio Visual ProductionSpecialistwill be realigned to the new Training Division in
OPACE(OPAT).

Office of Policy andProgramDevelopment(OPPD)

FSIS will realign the training function and 20 employeesto OPACE (OPAT).

Office of Management(OM)

The Office of Managementwill be renamedAdministrativeOperations(AO). The Significant
IncidentPreparednessand ResponseStaffwill be realignedto the ResourceManagementStaff
which will be renamedthe ResourceManagementand Liaison Division.

Conclusion

Overall, this restructuringwill reducethe total numberof positionsand will be a cost savingsto
FSIS. The proposedorganizationalchangeswill not requireany reprogrammingof funds,nor

3

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 13 of 166



are they expectedto result in increasedsalaryor othercosts. Thenatureof the proposedchanges
is suchthat we do not anticipateany adversecivil rights impact.

Shouldyou havequestions,pleasehavea memberof your staffcontactthe Office of
CongressionalRelationsat (202) 720-7095or ocr@usda.gov.A similar letter is beingsentto
your colleagueRankingMemberJeanneShaheen.

Sincerely.

6.
StephenAlexanderVaden
Deputy Secretary
U.S. Departmentof Agriculture

Enclosures

3 4 ri i& ii fl;’.
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FOOD SAFETY AND INSPECTION SERVICE 
FUNDING AND STAFFING OVERVIEW

Funding Staffing
Annual Funding Staff Years

As - Is To - Be Change As - Is To -Be Change
OEED 314,332$                  -$                            (314,332)$                 1                              -                          (1)                            
OIEA 24,990,916$            23,888,194$            (1,102,722)$             133                         127                         (6)                            
OCFO 10,452,851$            10,452,851$            -$                            51                           51                           -                          
OCIO 20,411,535$            20,197,608$            (213,927)$                 94                           93                           (1)                            
OPACE (OPAT) 6,505,661$              11,461,195$            4,955,533$              32                           58                           26                           
OFO 842,461,216$         843,487,141$         1,025,925$              7,327                     7,331                     4                              
OM (AO) 31,505,454$            31,505,454$            -$                            194                         194                         -                          
OA 2,030,219$              2,030,219$              -$                            8                              8                              -                          
OIC 5,809,690$              5,809,690$              -$                            25                           25                           -                          
OPARM 5,545,712$              5,545,712$              -$                            28                           28                           -                          
IA 1,466,616$              1,466,616$              -$                            8                              8                              -                          
CRS 2,452,264$              2,452,264$              -$                            11                           11                           -                          
OPPD 21,286,180$            16,935,703$            (4,350,477)$             110                         88                           (22)                          
OPHS 42,237,951$            42,237,951$            -$                            249                         249                         -                          

Grand Tota 1,017,470,598$     1,017,470,597$     (0)                              8,271                   8,271                   -                        
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I

OFFICE OF THE DEPUTY SECRETARY OF AGRICULTURE
WASHINGTON, D.C. 20250

April 23, 2026

THE HONORABLE Joi-i HOEVEN
Chairman
Subcommitteeon Agriculture. Rural Development,
Food and Drug Administration,and RelatedAgencies

Committeeon Appropriations
United StatesSenate
338 RussellSenateOffice Building
Washington,D.C. 20510

DearChairman1-loeven.

This letter is to notif’ the Committeethat the United StatesDepartmentof Agriculture’s (USDA)
Research,Education,and Economics(REE) Mission Area intendsto reorganizethe Agricultural
ResearchService(ARS), EconomicResearchService(ERS),National Agricultural Statistics
Service(NASS), and National Instituteof Food and Agriculture (NIFA). In addition,ARS
intendsto decommissionthe Beltsville Agricultural ResearchCenter(BARC).

This letter also providesnotification of plannedchangesaffectingthe Office of Partnershipsand
Public Engagement(OPPE).

As describedbelow, the reorganizationswill establishoffices of five or morepersonnel,result in
office closures,relocateemployees,and requirereprogrammingand transferringcertain
appropriationsto do so. Accordingly, this notice is providedpursuantto Sections7 16 and 77 1 of
theAgriculture, RuralDevelopment,Food andDrug Ac/ministration,and RelatedAgencies
AppropriationsAct, 2026, Pub. L. 119-37,Div. B (Nov. 12, 2025).

This restructuringremovesbureaucracy,reducesorganizationalcomplexityand strengthens
leadershipaccountability. Certainemployeesmay be affectedby changesin their direct
managementor title designations.

ARS is updatingits organizationalstructureby consolidatingtwo separatematrix aligned
organizations,the Office of NationalPrograius,and the Area Offices, into four new mission
alignedResearchOffices. The new ResearchOffices will combineresearchprogram
managementandoperationalline management.ARS researchsupportwill be coordinatedout of
the new ResearchServicesOffice and the BusinessServicesOffice. ARS Administrativeand
FinancialManagementwill residein the new BusinessServicesOffice. The BusinessServices
Office will assumeGrantsManagementServicespositionsfrom NIFA, as well as USDA Student
Engagementpositionsfioni USDA’s OPPE. Further,ARS intendsto closethe Beltsville

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 18 of 166



Agricultural ResearchCenter.USDA ARS hasthoughtfully consideredmanyARS sitesto
detenuinethe bestlocationsto assumeBARC researchprojects,selectingsitesbasedon access
to enhancedresearchinfrastructureand alignmentwith cornplernentaiyresearchprojects.Whi 1 e
no decisionsare final, ARS hasslatedthe following locationsto receiveBARC researchprojects
and their associatedpositions:

Fayetteville,AR; Albany, CA; Ft. Collins, CO; Ft. Pierce,FL; Miami, FL: Athens.GA; Tifton,
GA; Ames, IA: Aberdeen,ID; West Lafayette,IN; St. Paul. MN; Columbia,Mo; Starkville, MS;
Stoneville.MS; Raleigh,NC; Fargo,ND; GrandForks, ND; Clay Center,NE: Chatsworth.NJ;
University Park,PA; Wyndmoor,PA; Charleston,SC; Kerrville, TX; Logan. UT; Wenatchee,
WA; Madison,\Vl; and Kearneysville,WV.

ERS is restructuringfrom four divisions to threebranches.The Food EconomicsDivision,
Marketsand TradeEconomicsDivision, and Resourceand Rural EconomicsDivision will
transitionto the Office of Food Markets,the Office of CommoditiesandTrade,and the Office of
Productionsand Rural Communities.

NASS is restructuringfrom eight divisions to threebranches.The threeNASS brancheswill be
SurveyDesignand Methodology,DataAcquisition and Processing,and Analysis and
Estimation.

NIFA is retainingits OperationsandProgramsBranchesand restructuringfrom five to three
scientific programsoffices within the ProgramsBranch.GrantsManagementServicespositions
currently within NIFA aremoving to the centralizedBusinessServicesOffice.

As part of the organizationalchanges,the liaison responsibilitieswith the 1 890sand Hispanic
ServingInstitutions(HSIs) currentlyhousedin OPPEwill be realignedinto ARS. This
realignmentwill enhancethe Department’spartnershipswith the highereducationinstitutionsby
combiningsimilar functionsin ARS. In addition,the Centerfor Faith will be realignedinto
OPPEfrom the Office of Externaland Inter-governmentalAffairs. This realignmentwill support
improvementsin the Department’sengagementwith the faith communitywhich is a priority of
this Administration.

If you haveany questionsrelatedto this notification, pleasehaveyour staffcontactthe Office of
CongressionalRelationsat 202—720---7095or ocr@usda.gov.RankingMemberJeanneShaheen
has receiveda similar letter.

Sincerely,

L
StephenAlexanderVaden
Deputy Secretary
U.S. Departmentof Agriculture

Enclosures
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Previous NIFA Structure 
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MEMORANDUM OF UNDERSTANDING ON 
 

 RELOCATION NEGOTIATIONS  
 

BETWEEN:  
 

THE AMERICAN FEDERATION OF GOVERNMENT 
EMPLOYEES (AFGE) LOCAL 3403  

AND  
ECONOMIC RESEARCH SERVICE (ERS) &  

NATIONAL INSTITUTE OF FOOD AND AGRICULTURE 
(NIFA),  

UNITED STATES DEPARTMENT OF AGRICULTURE (USDA) 
 

This Memorandum of Understanding (MOU) is entered into between the Economic Research 
Service (ERS) and the National Institute of Food and Agriculture (NIFA), United States 
Department of Agriculture (collectively, the "Agency" or “Management”), and the American 
Federation of Government Employees, Local 3403 (Union), collectively referred to as "the 
Parties." 

This MOU constitutes the agreement between the Parties regarding the relocation of bargaining 
unit employees (BUEs) to Kansas City, Missouri. It supplements but does not supersede the 
Parties' Collective Bargaining Agreement (CBA) effective September 5, 2023. 

Section 1.  Scope and Application 

This MOU applies to all BUEs subject to a Management Directed Reassignment (MDR) to 
Kansas City, Missouri, as a result of the Agency's relocation decision. This MOU supplements 
the CBA and shall remain in effect from the date of Agency Head approval through the 
resolution of all matters arising from the relocation. 

Section 2.  General Protections 

A. The Agency does not anticipate a Reduction in Force (RIF) as a result of the relocation to 
Kansas City, Missouri. In the event that a RIF subsequently becomes necessary, the 
Agency will fulfill all bargaining obligations under Article 37 of the CBA prior to 
implementation.  

B. Existing reasonable accommodation (RA) determinations will not be uniformly rescinded 
as a result of the relocation. Any reevaluation of existing accommodations will proceed 
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through the interactive process in accordance with applicable law and USDA 
Departmental Regulation 4300-008.  

a. An employee who submits an RA request related to their ability to relocate shall 
not be required to report to Kansas City prior to the later of: (i) the report date; or 
(ii) 60 days after the employee receives a final written RA determination 
(approved or denied). During the period a reasonable accommodation request 
remains pending, the employee shall not be subject to AWOL designation or 
adverse action solely on the basis of not reporting to a new duty station in Kansas 
City. 

b. An employee with an existing or pending RA request related to their ability to 
report to an office, which is not based on a particular geographic location, must 
relocate. Existing RAs will remain in place at the new duty station until 
reevaluated in accordance with the DR to consider need for and effectiveness of 
the accommodation at the new location. During the review process, employees 
will be given sufficient time as determined by the Management RA officer to find 
medical care and provide the required documentation for the re-review process. 

C. Existing Flexible Work Schedules (FWS), including Maxiflex, as outlined in CBA 
Article 14, Section 5, will not be uniformly rescinded as a result of the relocation. 
Individual agreements remain in effect unless modified through the procedures set forth 
in the CBA. 

Section 3. Reorganization 

A. The Agency confirms that the duties, essential functions, and reporting relationships for 
BUEs have not changed and will not change upon issuance of an MDR to relocate to 
Kansas City. A change in duty station location alone does not constitute a change in 
duties, essential functions, or reporting relationships for the purposes of this MOU.  

B. The Agency will provide written notification to the Union prior to any changes in BUE 
duties, essential functions, and reporting relationships.  

C. Changes to position descriptions and work reassignments will be conducted in 
accordance with Articles 13, 16, and 21 of the Parties’ existing CBA.   

(a)  Under the ERS Research Position Classification System (RPCS), employees whose 
position descriptions, work assignments, or subject matter expertise change may 
elect to request a delayed review of their promotion package in accordance with the 
process outlined in the ERS RPCS Handbook. 

(b) As outlined in Article 21 Performance Management of the Parties’ existing CBA, 
any changes to performance management standards must be communicated to 
bargaining unit employees formally by the rating officials before they are applied to 
the employee. For ERS employees subject to RPCS, this provision encompasses 
RPCS promotion package reviews.   

(c) The Agency recognizes that relocation may affect an employee's ability to meet 
established performance expectations. Accordingly, rating officials will document 
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and account for adjustments to newly assigned duties when evaluating performance 
during the transition period.   

Section 4.  MDR Letter and Decision Period 

A. Upon issuance of the MDR letter, employees will be provided with a minimum of 30 
days to respond with a decision to accept or decline the reassignment.   

B. Each MDR letter will include, at minimum:   

(a) Information regarding the Voluntary Early Retirement Authority (VERA) and the 
Voluntary Separation Incentive Program (VSIP) (eligibility will be determined on a 
case-by-case basis); 

(b) Contact information in order to be assigned a relocation coordinator; 
(c) Contact information in order to be assigned a retirement and benefits counselor; 
(d) A description of the personal hardship request process; and 
(e) Contact information for the Union will be included in the email accompanying the 

MDR letter. 
C. Employees retain the right to change their decision to accept or decline the MDR at any 

time prior to the Friday before the report date. 

D. Employees may utilize the hardship request process to request an extension of the 
decision period in writing. These requests will be considered on a case-by-case basis 
under the Department hardship process.   

E. If an employee has a Reasonable Accommodation or Hardship Request, they may request 
an application by sending an email to the REE Reorganization email address and they 
will be provided with a link to the application.  

Section 5.  Employees Who Decline the Relocation 

A. Employees may select a separation or retirement effective date before the report date for 
the purposes of severance or retirement.   

B. An employee who declines the relocation will remain in duty status and receive pay from 
MDR issuance through: (i) the Saturday preceding the report date, or (ii) the employee's 
selected termination or retirement date, whichever is earlier.   

C. Nothing in this MOU prevents the Agency from initiating adverse action proceedings 
prior to the report date; however, an employee shall not be removed from service before 
the report date unless the employee authorizes it.  

D. If removal proceedings have not been concluded by the report date, the employee will be 
placed in an Absent Without Leave (AWOL) status until the adverse action removal has 
concluded. The employee’s FEHB enrollment may continue during this period; the 
employee will be responsible for paying both the employee and employer premium 
shares.  

E. The Agency retains the authority and discretion to assess mission-critical workload 
requirements and may extend the termination date of declining employees when 
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necessary to ensure continuity of operations. The Agency will determine which positions 
qualify, as well as the duration and end date of any such extensions.  

Section 6.  Workspace 

805 Pennsylvania Avenue, Kansas City 

A. The Agency will provide adequate individual workspace for BUEs subject to MDR that 
is at least equivalent to the existing workspaces for bargaining unit positions housed in 
the 805 Pennsylvania Avenue facility, Kansas City, MO.   

B. The Agency will ensure that all newly assigned workspaces are appropriately furnished, 
to include, but not limited to; standing desk, two (2) functioning monitors, office chair, 
mouse and keyboard, laptop docking station, locking cabinet with keys, and office 
supplies.   

C. BUEs are responsible for ensuring that any government-issued equipment, including 
laptops, monitors, keyboards, and docking stations, is either transported to the new duty 
station as part of their relocation package or returned to USDA through the existing 
surplus process at their local USDA building management prior to the report date.  

D. The Agency will ensure that new workspaces are appropriately sanitized and cleaned 
prior to assignment.   

E. New workspaces will be assigned in accordance with Article 11 of the Parties existing 
CBA.   

F. Requests for workspace accommodations for employees working in the 805 Pennsylvania 
Avenue facility will be administered consistently with current Departmental practices.   

G. Employees for whom a Kansas City workstation is not available by the report date will be 
authorized to telework until their workstation is ready.   

H. The Agency will ensure that all employees assigned to the 805 Pennsylvania Avenue, 
Kansas City facility have access to the paid public parking garage adjacent to the 
building. Employees will be notified of the cost and process of obtaining a monthly 
parking agreement at the rate provided to all USDA employees. Parking information will 
be communicated to the employee no later than 30 days before the report date. 

Section 7.  Personal Hardship 

A. Personal Hardship Scope and Definition  

(a) In accordance with the Parties' current CBA and the statute, Management will establish a 
process under which Management will consider employee requests for relief from 
personal hardship arising from the directed relocation to Kansas City.  

(b) Management reserves the right to determine whether a personal hardship exists and what 
action, if any, should be taken.  

(c) Management will consider hardship requests in good faith, consistent with Article 12, 
Section 2(E) of the Collective Bargaining Agreement, but Management may not be able 
to satisfy every request.  
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(d) The provisions of this MOU are separate from and do not apply to requests for 
Reasonable Accommodation under the Rehabilitation Act or the Pregnant Workers 
Fairness Act, which are processed through the Reasonable Accommodation program.   

(e) A personal hardship is a situation outside of the employee's reasonable ability to control 
that affects the health and/or welfare of the employee and/or a family member as defined 
in 5 C.F.R. § 630.201.   

B. Requests for a Personal Hardship Consideration 

(a) Any bargaining unit employee who receives an MDR letter may submit a written 
personal hardship request via the process outlined by Management. 

(b) When Management receives a personal hardship request, Management will determine 
whether a hardship exists. If needed before making a final determination, Management 
may request additional information from the employee, and the employee may submit 
additional information voluntarily.   

(c) Management will notify the employee in writing normally within 30 calendar days of 
receipt of a complete submission. The written decision will include a determination of 
whether a hardship exists and, if so, what accommodation Management will provide.   

(d) Where a hardship is approved or denied, the employee will be provided with a revised 
report date: the later of: (i) the report date provided in the MDR letter; or (ii) 60 days 
after the employee receives a final written hardship determination. During the period a 
hardship request remains pending, the employee shall not be subject to AWOL 
designation or adverse action solely on the basis of not reporting to a new duty station in 
Kansas City. 

(e) Confidentiality regarding an employee's hardship situation will be maintained to the 
extent possible. Information shared in connection with a hardship request will not be 
disclosed beyond those Management officials with a need to know for purposes of 
processing the request.   

(f) Upon the employee's request, a Union representative will be included in any meeting that 
may be held in connection with the hardship determination. 

(g) A Union representative may accompany the employee at any meeting held in connection 
with any appeal that may be filed. Nothing in any appeal limits the right of the Union or 
any employee to file a grievance under Section 11 of this MOU.  

(h) An employee must submit a hardship request within 30 calendar days of receipt of the 
MDR letter to be considered under this MOU during the initial decision period. Requests 
submitted after that deadline may be considered at Management’s discretion where 
circumstances have changed or could not reasonably have been identified earlier.   

Section 8.  Relocation Financial Support 

A. Election of Relocation Package 

(a) Within 30 days of MDR issuance, each accepting employee will elect either: (i) the 
traditional Federal Travel Regulation (FTR) relocation package, or (ii) the USDA Lump 
Sum Relocation Program.   
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(b) There will be case by case counseling services and tools available prior to the election 
deadline to assist employees with the decision-making process.   

(c) The election is binding once the employee's relocation authorization payment is received.   

(d) Employees who accept the relocation and receive relocation payment under the FTR or 
lump sum program shall serve a 12-month service agreement. Employees may serve the 
agreement with any USDA agency in any duty station or with any other Federal 
Government Agency. If an employee leaves the Agency before the end of their service 
agreement, the authorizing official will determine whether repayment is required, 
considering whether circumstances were outside the employee’s control. During the 
service agreement period, employees who accept the lump sum will be responsible for 
attesting that they have moved to the new duty station. 

B. Traditional FTR Package 

(a) Employees who select the traditional FTR package are entitled to the following:   

1. En route travel expenses, including per diem for the employee and accompanying 
family members as defined in 5 C.F.R. § 300.103, during travel to the new duty 
station; 

2. Miscellaneous moving expenses; 
i. $905 (no dependents) or the equivalent of one week’s basic gross pay, 

whichever is the lesser amount, or;  
ii.  $1,810 (with dependents) or the equivalent of two weeks’ basic gross pay, 

whichever is the lesser amount. 
3. Household goods shipment of up to 18,000 lbs.;  
4. Storage in transit (SIT) of household goods, for up to 90 days 
5. One (1) house hunting trip not to exceed 10 days, including rental car; 
6. Sell and buy residence transaction expenses or lease termination expenses; 

i. Up to 10 percent of the actual sales price for the sale of a residence at the 
old official duty station; 

ii.  Up to 5 percent of the actual purchase price for the purchase of a residence 
at the new official duty station; 

iii.  Reimbursement for lease-termination expenses at actual cost, with proper 
documentation; 

7. Property management services for up to 12 months; 
8. Shipment of one (1) privately owned vehicle (POV); 
9. Withholding Tax Allowance (WTA) and Relocation Income Tax Allowance (RITA) 

payments to offset actual tax liability; 
10. 60 days of approved Temporary Quarters Subsistence Expenses (TQSE), with 

extensions authorized by the Agency up to a maximum of 120 days; extensions 
beyond 60 days are authorized at the Agency level and will be determined on a case-
by-case basis. 

C. Relocation Incentive 
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(a) The Agency will offer a $20,000 relocation incentive to employees who select the lump 
sum relocation program because the vacancy rate in Kansas City, MO is above the 5% 
threshold for the lump sum authorization for temporary quarters.  

(b) The service agreement for the relocation incentive shall be 24 months, served 
concurrently with any other applicable service agreement. The service agreement is 
transferable to any USDA agency regardless of duty station location. Employees who 
voluntarily separate or transfer from USDA service prior to completion of the service 
agreement shall be required to repay the relocation incentive on a pro-rated basis.  

D. Situational Telework and Leave for Relocation Purposes 

(a) Employees may request situational telework to address operational circumstances arising 
from the relocation transition when telework is more practicable than reporting in person. 
Situational telework may be appropriate during periods such as temporary housing 
arrangements or reduced access to the employee’s permanent duty workspace. However, 
situational telework hours are not automatically approved. All situational telework must 
be specifically requested by the employee and approved.  

(b) Employees must submit situational telework requests through their agency’s established 
process. For NIFA, requests are submitted via a Decision Memo routed through the 
supervisory chain. For ERS, employees may submit situational telework requests to their 
�I�L�U�V�W�)�O�L�Q�H���V�X�S�H�U�Y�L�V�R�U���I�R�U���F�R�Q�V�L�G�H�U�D�W�L�R�Q�� 

(c) Accepting employees will be credited with 80 hours of administrative leave, available for 
use from MDR issuance through 60 days after the report date. The 80-hour time 
allotment may be used to perform any relocation purposes to include but not limited to 
house hunting purposes, packing, supervising movers, and similar activities. 
Administrative leave under  Section 8D(c) is separate from, and in addition to, any Leave 
Without Pay authorized under Section 8D(d).  

(d) Employees may request leave with or without pay in excess of the 80-hour administrative 
leave allotment defined in this Section for relocation purposes at any point after MDR 
issuance. An accepting employee may also request annual leave or Leave Without Pay 
(LWOP) for a period of up to 30 days after the report date to allow additional time for the 
physical relocation These requests should be approved unless there is a mission critical 
need to decline them.  

E. Report Date and Personnel Action Protections 

(a) The report date shall not be earlier than October 5th or 90 days from the date of MDR 
issuance, whichever is later.   

(b) Personnel actions reflecting the Kansas City duty station shall not be processed before the 
report date or the employee begins reporting to Kansas City, whichever is sooner.   

(c) Employees will remain in their current locality pay area through the day before the report 
date, or the day before beginning to report to Kansas City, whichever is sooner.   

F. Equivalent Relocation Support 
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(a) BUEs subject to an MDR who accept a different position within the bargaining unit that 
is also located in Kansas City will receive equivalent relocation support, subject to 
applicable personnel regulations.   

(b) The Agency confirms that funding for FTR and Lump Sum relocation entitlements will 
be available for employees whose relocation occurs after October 5th, 2026, including 
those whose relocation is delayed due to an approved hardship accommodation or 
pending reasonable accommodation determination. The availability of funding shall not 
limit any employees’ entitlement to relocation benefits under this MOU. 

Section 9.  Separation and Retirement Support 

A. VERA/VSIP 

(a) In accordance with the OPM and OMB approval, the Agency will open an election 
window for 30 calendar days starting from the date of MDR issuance.  

(b) The maximum VSIP amount is $25,000, pursuant to 5 U.S.C. § 3523(b)(2)(B).  

B. Career Transition Assistance Plan (CTAP) 

(a) Employees who decline the relocation and receive a notice of proposed removal for 
declining a directed reassignment to another local commuting area, are entitled to Career 
Transition Assistance Plan (CTAP) selection priority if they satisfy CTAP candidate 
requirements and are deemed "well qualified" for the job. Management agrees that open 
positions advertised by ERS and NIFA will be open to CTAP candidates resulting from 
this reorganization beyond the local commuting area for their respective employees.  

(b) The Agency will provide each declining employee with written documentation 
supporting involuntary separation status at or before the effective date of separation.   

(c) Employees who decline the relocation and are separated as a result will be eligible for 
Interagency Career Transition Assistance Plan (ICTAP) selection priority in accordance 
with applicable law and regulation.   

C. Career Transition Services 

(a) The Agency will provide group information sessions covering CTAP, ICTAP, VSIP, 
resume writing, and retirement planning. These sessions will occur on duty time. 
Employees will reasonably be excused from regular duties to attend training sessions. 

(b) Consistent with the parties' existing agreement in CBA Article 37, Section 12, and as an 
appropriate arrangement under 5 U.S.C. § 7106(b)(3) for employees adversely affected 
by an MDR, employees may use up to twenty (20) hours of duty time for career transition 
activities — including preparing and updating resumes and job applications, attending 
employment interviews, contacting potential employers, and reviewing vacancy 
announcements — beginning at MDR issuance. Duty time for career transition activities 
is not subject to prior supervisory approval; employees shall provide reasonable advance 
notice of their intent to use such time.  

D. Retirement Processing 
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(a) Retirement counseling contacts will be made available to employees at the time of MDR 
issuance.   

(b) The Agency agrees to provide a retirement processing timeline on the REE AXON page 
for the portions of the process that are within USDA control.   

(c) Employees with outstanding Thrift Savings Plan (TSP) loans will receive written notice 
of the implications of separation prior to their separation effective date.   

(d) Employees may submit a hardship request to delay the report or separation date to meet 
the minimum service and age requirements for an immediate annuity under Federal 
Employees Retirement System (FERS) or Civil Service Retirement Service (CSRS), 
including Discontinued Service Retirement under 5 U.S.C. § 8414(b) or § 8336(d). Upon 
request, employees will receive an individualized written retirement readiness assessment 
from the Agency's benefits counselor within 15 days of the request.  

E. Severance Pay. 

(a) Employees serving under qualifying appointments, meeting all eligibility requirements 
who decline the relocation and are separated as a result shall be entitled to severance pay 
in accordance with 5 U.S.C. § 5595 and 5 CFR Part 550, Subpart G. For purposes of this 
MOU, the Agency confirms that an employee’s declination of a directed reassignment to 
a different commuting area does not constitute a declination of a reasonable offer under 5 
CFR § 550.707(a), and no employee shall be disqualified from severance pay on that 
basis.  

(b) An employee who elects an earlier separation date pursuant to Section 5(a) of this MOU 
retains full eligibility for severance pay. Any such separation date must fall after the 
employee declines the MDR and receives their final decision letter. The election of a 
separation date shall not be construed as a voluntary separation for purposes of severance 
pay eligibility. 

Section 10.  Union Communications 

A. To the extent practicable, the Agency agrees to provide the Union with advance notice of any 
all-hands sessions, town halls, or agency-wide communications to bargaining unit employees 
regarding the reorganization, relocation, or individual duty station changes, with an 
opportunity for the Union to submit questions or responses before those communications are 
issued.   

B. The Agency will provide the Union with written notice of any new bargaining unit positions 
created as a result of the relocation before the external recruitment period closes.   

Section 11.  Grievance and Enforcement 

A. All provisions of this MOU constitute enforceable terms and conditions of employment. Any 
alleged violation of this MOU by the Agency shall be subject to the grievance and arbitration 
procedure set forth in Article 7 of the Collective Bargaining Agreement. Time limits for 
filing a grievance under Article 7 shall begin from the date the Union or the affected 
employee knew or reasonably should have known of the alleged violation.   
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B. Nothing in this MOU waives or limits any right of the Union or any BUE under applicable 
law, including rights under 5 U.S.C. Chapter 71, the Rehabilitation Act, or any other law 
governing federal employment.   

C. This MOU may not be modified, waived, or superseded except by a written agreement signed 
by the authorized representatives of both Parties. No verbal agreement, informal 
understanding, or past practice shall constitute a modification of this MOU.   

D. If any provision of this MOU is determined to be invalid or unenforceable under applicable 
law or regulation, that provision shall be severed, and the remaining provisions shall remain 
in full force and effect. Upon severance, the Parties agree to bargain in good faith over a 
lawful replacement provision.  

Effective Date and Duration 

A. This MOU becomes effective upon Agency Head approval and shall remain in effect through 
the resolution of all matters arising from the relocation of bargaining unit employees covered 
by this agreement, unless terminated earlier or extended by mutual written agreement of the 
Parties. 

B. Upon approval of this MOU, the Parties will provide a joint training session on the 
provisions of this agreement which will be recorded for staff who are unavailable. The 
training will be conducted at a mutually agreed date and time.  
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The Parties Agreed to this MOU on June 18, 2026 

For the Agency: 

Chris Grondalski 
Agency Chief Negotiator
Labor Relations Officer, REE 

For the Union: 

_________________________________ 
Laura Dodson 
Union Co-Chief Negotiator  
Vice President, ERS, AFGE Local 3403 

_________________________________ 
Thomas Bewick 
Union Co-Chief Negotiator  
Vice President, NIFA, AFGE Local 3403 

CHRISTOPHE
R
GRONDALSKI

Digitally signed by 
CHRISTOPHER
GRONDALSKI
Date: 2026.06.18 
15:26:22 -04'00'

LAURA
DODSON

Digitally signed by 
LAURA DODSON 
Date: 2026.06.18 
15:17:20 -04'00'

THOMAS
BEWICK

Digitally signed by 
THOMAS BEWICK 
Date: 2026.06.18 
15:19:51 -04'00'

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 80 of 166



 
 

EXHIBIT 4 

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 81 of 166



 

1 of 16 

MEMORANDUM OF UNDERSTANDING 
USDA FOREST SERVICE REORGANIZATION  

This MEMORANDUM OF UNDERSTANDING (MOU) between the United States Department of 
Agriculture, Forest Service (Management), and the National Federation of Federal Employees, 
Forest Service Council (Union), hereafter referred to collectively as “the Parties,” is their 
agreement on the comprehensive nationwide reorganization of bargaining unit employees (BUEs) 
of the Forest Service. 

Introduction 

On March 31, 2026, Management notified the Union of the decision to reorganize the Forest 
Service, including the National Capital Region (NCR), and the Union invoked its right to bargain 
on all the topics.  The Parties agree that this MOU covers both of the Article 11 notices. 

Management’s Description of Proposed Change 

The Forest Service is implementing a comprehensive nationwide reorganization that will 
fundamentally restructure the top two levels of the agency’s organizational framework. The 
reorganization involves the following actions: 

• Elimination of Regional Offices. All nine Regional Offices will be closed. Functions currently 
performed at the regional office level will be consolidated into new national-level organizational 
structures or redistributed to field units. 

• Consolidation of Research Stations. Research stations will be consolidated into a single 
research organization located in Fort Collins, CO, and led by one research director. Where 
necessary, some current station and related research facilities will be reduced and collocated to 
create a more integrated and efficient national research footprint. These changes are designed to 
unify research priorities, accelerate the application of science to Management decisions, and reduce 
administrative duplication. 

• Realignment of NCR Employees. Some NCR-based employees, as well as additional 
Washington Office positions will be affected by the broader restructuring, and may be placed into 
new positions within the restructured organization. This may involve changes to position title, 
series, grade, duty station, and/or organizational assignment. 

• New Organizational Structures. New organizational units and supervisory chains will be 
established to replace the current regional and station framework. Position descriptions for the new 
structure are under development. 

• No Reduction in Force (RIF) Anticipated. Management has determined that there is a position 
available for every permanent employee who is willing to accept reassignment to a new position 
and/or duty station. Reduction in Force under Article 35 is not anticipated at this time. However, 
employees who decline a Management Directed Reassignment during the placement process will 
need to separate from the agency. 
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As of the date of the signing, the most current information on the scope of the planned reorganization can 
be found at https://fsweb.wo.fs.fed.us and the current snapshot of the website is included here as 
Attachment A. 

Management does not anticipate the use of RIF, Workforce Restructuring and Placement System 
(WRAPS), Furloughs, Transfer of Function, or Contracting Work Out for this reorganization. If 
any of these subsequently become part of the Forest Service reorganization plan, Management will 
issue a new Article 11 notice to the Union and provide opportunity to bargain to the extent required 
by law and the Master Agreement. 

Management recognizes its obligations under existing MOUs for office moves, office space design, 
and other space requirements and will notify the Union at the appropriate level and meet its 
bargaining obligations in accordance with Article 11 regarding any proposed changes related to the 
reorganization. 

Scope and Coverage 

All Forest Service units are covered under this MOU. 

Goals 

The goals of the plan set forth in this MOU are: 

1. Maximizing Retention: We are committed to minimizing involuntary separations.  We 
will work together to identify placement opportunities and remove barriers that prevent 
employees from staying with the Agency. 

2. Protecting People: We recognize that workforce transitions carry real personal and 
professional costs. Reducing those impacts on employees and their families is a shared 
obligation. We do that by ensuring that employee rights and legal obligations are honored. 

3. Mission Continuity:   A well-supported workforce delivers better outcomes for the land 
and communities we serve. Employee wellbeing and mission delivery are not competing 
interests, they are the same interest. 

4. Fair and Transparent Process: We are committed to establishing and using a fair and 
transparent process when filling positions in the Forest Service, using a combination of 
Non-Competitive Placement through Pre-WRAPS and merit promotion procedures. 

5. Informed Decision Making: The Parties are working together to provide employees with 
the best available information to make their decisions.  We have committed to open 
VERA/VSIP windows at points when significant information is released. 

Definitions 

The following terms are defined as used in this MOU: 

1. Appropriate Position – A permanent, unencumbered position at the same grade level, tour of duty, 
and type of appointment. 
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2. Available Positions – All unencumbered (vacant or newly created), permanent positions identified 
by Management as available to be filled and submitted to the Pre-WRAPS Clearinghouse (PWC). 

3. Commuting Area(s) – The area within 50 miles of the duty station (not the employee’s residence) 
using the shortest of commonly traveled routes. The National Parties, by mutual agreement, may 
develop a different definition of a particular Commuting Area to resolve problems arising from local 
geography or other unique conditions. 

4. Competitive Placement – Procedures for Competitive Placement are described in the Agency Merit 
Promotion Plan. 

5. Direct Match – Realignment or reassignment of an employee from their current position to another 
identical or substantially similar Appropriate Position in the existing or new USDA Forest Service 
organization, in the same Commuting Area.  

6. Employee – See Master Agreement, Article 3. 

7. Management Directed Reassignment – An involuntary placement of an employee into an 
Appropriate Position outside the Commuting Area. 

8. Non-Competitive Placement – Actions are those outlined in Article 32.2, and Forest Service 
Handbook (FSH) 6109.12.20.21.43 that include: lateral reassignment, repromotion, voluntary 
changes to a lower grade (with grade and pay retention, as appropriate under agency policy and 
federal regulations), and voluntary tour reduction. 

9. Organization – For the purposes of this agreement, “organization” means only Forest Service 
organization. 

10. Other Impacted Employees – The approximately 6500 employees who received a preliminary 
notice letter pertaining to the reorganization on or about March 31, 2026 but will not have to relocate 
outside of their Commuting Area. These employees may have other impacts, such as change of 
organizational structure, change of supervisor, and Non-Competitive Placement in an Appropriate 
Position. 

11. Potentially Affected Employees – All employees who may be required to move outside of their 
Commuting Area because of the Forest Service reorganization. At present, this primarily includes 
employees with a duty station in the National Capital Region; Region 6, 8, and 9 Regional Offices; 
and Research and Development facilities that are closing. 

 
Roles and Responsibilities 

Management 

�x Notifies and/or works with Union, as appropriate. 

�x Ensures that the “to be” organization has been approved. 

�x Identifies Potentially Affected Employees, Available Positions, and suitable locations 
before implementation. 

�x Finalizes, signs, and delivers letters.  

�x Meets with employees and keeps them informed.  
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�x Ensures that selecting officials on units give first consideration to potentially affected 
employees.  

�x Approves placements and personnel actions. 

�x Serves on the Pre-Wraps Clearinghouse (PWC). 

�x Serves as a point of contact regarding this plan. 

�x Validates employee/position data, including but not limited to classification of position 
descriptions, service computation date for leave, and bargaining unit status. 

�x Determines the qualifications of employees. If qualifications are modified, a training plan 
will be established. 

�x Reviews matches/placements for consistency with controlling regulations. 

�x Processes personnel actions. 

�x Maintains the records for each selection 

Union 

�x Has representation on the PWC to provide oversight of the process to ensure compliance 
with the plan but will not participate in any selections or other decision-making on any 
personnel actions. 

�x Promptly brings concerns regarding data issues to Management. 

�x Serves as a point of contact regarding this MOU. 

 

Employees 

�x Review their own personnel data including service computation date for leave, bargaining 
unit status, tour of duty, duty station, and pay plan, series, and grade. 

�x Initiate a request for correction when errors are found in personnel records. 

�x Be aware of critical deadlines and response requirements outlined in the MOU and in 
employee notices. 

�x Provide alternate contact information if their availability will be limited. 

Ensure their resume (not subject to the 2-page limit) includes their most current work 
experience, education, certifications, etc. 

Pre-WRAPS Clearinghouse (PWC)  

Management will determine the members of the PWC and the Union will designate its 
representative. 

�x Consider the preferences of employees in making Non-Competitive Placements. 

�x Match employees into Available Positions. 

�x Generate documentation of its decisions. 
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�x Verify there are no further Non-Competitive Placements possible under this MOU. 

�x Resolve disputed data issues during any phase of the process. 

VERA/VSIP 

Management will provide opportunities for employees to participate in voluntary retirement or 
separation under the Voluntary Early Retirement Authority (VERA) or the Voluntary Separation 
Incentive Payment (VSIP). There will be multiple rounds of Voluntary Early Retirement Authority 
(VERA)/Voluntary Separation Incentive Payment (VSIP) offered as part of the reorganization in 
accordance with the VERA/VSIP Memorandum of Understanding. The intent is to open 
VERA/VSIP windows at points when significant information is released to inform an employee’s 
decision. Potentially Affected Employees will be offered VERA/VSIP when they are identified as 
entering the Pre-WRAPS process and again if they are issued a Management Directed 
Reassignment. Management may determine eligibility criteria for Other Impacted Employees to be 
offered VERA/VSIP. 

Use of Pre-WRAPS Procedures 

Management will use the Pre-Workforce Restructuring and Placement System (Pre-WRAPS) 
procedures in this MOU, as jointly developed by the Parties in accordance with Article 32.1 of the 
current Master Agreement, for the Non-Competitive Placement of BUEs as part of the Forest 
Service reorganization. 

General Provisions for Union Engagement 

�x Management will provide the Union with notice and description of purpose and charter for 
each team Management creates in the implementation of this reorganization. The Union 
will have a member on the Places Team in accordance with the Space MOU. 

�x Management will invite Union participation, normally one seat/one person, on all 
committees, sprint teams, working groups, or similar endeavors related to this 
reorganization that include one or more bargaining unit employees. 

�x Management will give the Union opportunity to view and test the PWC tool prior to 
implementation. Management will fix issues or address concerns found or raised by the 
Union during the testing process to the extent practicable prior to implementing use of the 
tool. 

�x Management will invite the Union on all walkthroughs of current or prospective workspace 
for bargaining unit employees in accordance with the Master Agreement, Article 5. 

Prerequisites for Pre-WRAPS Procedures 

Management will not implement Pre-WRAPS procedures before the following four requirements 
are met. Management will notify the Union upon completion of each requirement and then notify 
Potentially Affected Employees of their Pre-WRAPS status. 

1) Management will provide the Union with the organizational structures showing positions 
and locations available for placement and it will be made available at  
https://fsweb.wo.fs.fed.us/. 
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2) Management will provide the Union with a listing of available workspaces including 
alternate location sharing arrangements with other agencies or organizations (if applicable). 

3) Management will provide the Union with an employee/organizational listing to include: 
name of organization (division, branch, section), name of employees, position of record 
title, series, and grade, bargaining unit status, and position description (PD) numbers. 

4) The Parties will negotiate the language of all letters or emails that will be sent to employees 
regarding this reorganization prior to distribution. 

 

If any of the following documents are generated, Management will provide them to the Union:   

a) justification and reason for the change,  

b) cost/benefit analysis and impact statement on the organization, employees, the public and 
other Federal and State agencies,  

c) current and proposed organizational charts,  

d) current and proposed mission/functional statements.  

 
General Provisions for Placement of Employees 

 
The Parties agree to follow all applicable laws, rules and regulations in implementing the 
reorganization.  
 
There will be no blanket cancellation of Alternative Works Schedules (AWS) as a result of this 
reorganization. Employee work schedules will be administered in accordance with the Master 
Agreement, Article 18. 
 
All Available Positions will be reviewed by the PWC. When the PWC finds no eligible potentially 
affected employees for placement in Available Positions, then those Available Positions may be 
filled outside of the Pre-WRAPS process. 

Involuntary reassignments through Direct Matches or Non-Competitive Placement inside the 
Commuting Area will be made. Management Directed Reassignments outside of the Commuting 
Area will be made. 

If a Potentially Affected Employee voluntarily accepts a change to a lower graded position, grade 
and pay retention will be granted in accordance with agency policy and federal regulations, and 
automatic repromotion priority consideration under the Forest Service Repromotion Plan. 

If a Potentially Affected Employee moves from a special rate to a non-special rate, and is otherwise 
eligible, they will be entitled to mandatory pay retention. 

Potentially Affected Employees are automatically eligible for placement under this MOU 
regardless of whether the employee chooses to submit an interest in any Available Position. 
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Employees in career ladder positions (example, GS-0801-07/09/11) participate within Pre-WRAPS 
at their current grade level and not the target grade of the position. However, after Non-
Competitive Placement, they will retain their full career ladder progression.  

An employee’s type of appointment will not change as a result of Non-Competitive Placement 
under Pre-WRAPS. For example, a permanent employee will not be placed into a temporary or 
term appointment. Similarly, an employee on a career/career-conditional appointment will not be 
converted to an excepted service appointment. 

Management cannot direct an employee to a lower grade or a reduced tour in Pre-WRAPS. 
However, these may be extended to employees as voluntary offers of placement. 

A Potentially Affected Employee in a special retirement covered position can be involuntarily 
placed into another special retirement covered position.  However, a Non-Competitive Placement 
of an employee in a special retirement covered position to a non-covered position will only be 
extended as a voluntary offer. 

BUEs in duty stations that are not closing will not be involuntarily relocated outside of their 
Commuting Area as part of the non-competitive Pre-WRAPS placement process. 

During the non-competitive Pre-WRAPS placement process, Management may consider retraining 
the employee or modifying qualification standards, excluding positive education requirements, to 
allow the employee to meet the qualifications of a vacant position within a specified period up to 
365 days of occupying the position.  

Employees who have declined a directed reassignment outside the Commuting Area may 
participate in the processes under this MOU up to the effective date of their separation notice. 
Employees who have accepted a directed reassignment outside the Commuting Area may 
participate in the processes under this MOU up to 30 days prior to the reporting date. 

Employees with local knowledge are encouraged to share information through the Reorganization 
Employee Engagement Portal to identify low or no cost alternative office space arrangements for 
consideration in impacted cities or offices. This information will be provided to the Places Team 
for further evaluation. Management will acknowledge receipt of the employee’s suggestion, 
consider the suggestion, and provide a written response to the employee regarding the outcome. 

Personally Identifiable Information and employee privacy generally will be protected throughout 
the reorganization and implementation of this MOU.   

Disputes over position descriptions and classification that arise in connection with this 
reorganization will be resolved in accordance with Article 14 of the Master Agreement. 

Management recognizes this reorganization may result in situations where employees are assigned 
duties that are higher-graded due to vacancies, following procedures in Article 15.  Management 
will engage early with the Union to take action on specific instances of where a temporary 
promotion is warranted.  Management will not impose any caps on temporary promotions. 
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Telework 

This reorganization will not be the cause of a blanket cancellation of existing telework agreements. 
Telework may be granted to employees in connection with this reorganization when it serves a 
compelling Agency need. Multiple scenarios could occur in this reorganization where a compelling 
Agency need arises, such as when office space is unavailable, an office is going through physical 
modifications, or when other factors threaten mission continuity. Telework will be granted when 
other options are not available. A written agreement between Management and an Employee that 
outlines the specific telework arrangement, mutually agreed to, is required. Nothing in this MOU 
modifies or limits the application of the Master Agreement, Article 31. 

 

Transfer of Station (TOS)/Relocation Payments 

Employees relocating outside of their Commuting Area will be entitled to receive their selection of: 

1. TOS with the discretionary allowances of a house-hunting trip and shipment of a POV; or 

2. Pilot lump sum TOS program (if available); or 

3. One-time relocation incentive up to 25% with a 1-year service agreement. 

4. For GS-11 and below: 

a. Pilot lump sum TOS program (if available); and one-time relocation incentive up to 
25% with a 1-year service agreement; or 

b. One-time relocation incentive up to 25% each year with up to 4-year service 
agreement up to a maximum of $50,000 in aggregate; or 

c. TOS with the discretionary allowances of a house-hunting trip and shipment of a 
POV. 

Relocation incentives will be completed efficiently using the procedures under 5 CFR 575.208. 

 

Reasonable Accommodation (RA) 

Management will follow law, rules, regulations, and USDA Departmental Regulation (DR) 4300-
008 issued October 27, 2020 (Attachment B). This version of the DR will be applied to the Forest 
Service reorganization MOU for its duration, regardless whether it is otherwise superseded or 
rescinded. 

Any reevaluation of an existing reasonable accommodation will be in accordance with Attachment 
1. There will not be a blanket cancellation of existing reasonable accommodations as a result of the 
planned reorganization and all existing reasonable accommodations will remain in effect unless 
reviewed and modified through the interactive process and in accordance with Attachment 1. An 
employee’s existing reasonable accommodation, including the disability determination, will not be 
subject to reevaluation: 
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�x Solely on the basis that they are identified as a Potentially Affected Employee or Other 
Impacted Employee. 

�x When there are no changes in the employee’s essential job functions, medical condition, or 
RA’s effectiveness. 

The placement letters will provide information on the procedures for requesting new or modified 
reasonable accommodations. 

 
Bargaining Unit Eligibility 

Employees will not be reassigned into positions unless there is a classified position description and 
the bargaining unit eligibility has been determined and stated in the position description. All 
bargaining unit determinations will be completed prior to making Direct Match or Non-
Competitive Placements. Current bargaining unit eligible positions that are realigning to a new 
organizational unit will retain their bargaining unit eligibility. The PWC tool will include the 
position’s bargaining unit status code for employees to view when expressing interest. 

The Parties will seek to resolve disputes regarding non-bargaining unit designations for new 
positions prior to implementing the Direct Match phase of this reorganization.  

 

Personal Hardships 

There will not be a blanket cancellation of existing hardships as a result of the planned 
reorganization. Management will engage in a fair process with affected employees to identify 
feasible solutions to mitigate hardships, see Master Agreement, Article 42. For hardship requests 
where an employee does not receive a determination within the time period specified in Article 42, 
then the time periods of the employee’s required action will be extended for the same number of 
days as the delay. 

In connection with this reorganization, additional examples of hardships (not already listed in 
Article 42) may include but are not limited to; childcare access, dual career considerations, child 
custody, time-bound circumstances (e.g., school, spouse/kids in school, retirement pending, other 
job pending), and religious reasons.  

Employees may request hardship assistance such as, but not limited to: 

• Exploring alternate official duty locations 

• Telework arrangements 

• Hoteling, alternate work sites, or other flexible workplace solutions 

• Temporary duty assignments (TDY) 

• Allowing delays to complete required relocation 
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Data Validation of Employee Records 

All Potentially Affected Employees, Other Impacted Employees, and their Union representatives 
will have the right to review the data Management will rely upon to make a Non-Competitive 
Placement determination. These data include organizational unit codes, position description 
number, position series and grade, duty station, locality pay area, bargaining unit status code, 
position target grade, service computation date for leave, work schedule, and any other data fields 
used to generate placement matches or reassignment offers. Any employee or the Union on the 
employee’s behalf may request review and correction of any apparent errors in the data.  
Management will not implement the employee’s Non-Competitive Placement until the correction 
has been made or the data has been validated. 

Upon receiving notice, the employee will have 10 business days to review the data and request 
correction using a data validation tool. For good cause shown (e.g., fire assignment, extended 
leave) employees may request a data correction after the window has closed.  Required elements 
for the data correction request: 

�x Identify the specific data element(s) believed to be inaccurate. 

�x State the correct information and provide supporting documentation (e.g., current position 
description, Official Personnel Folder records, telework agreement, SF-50). 

Management will provide a written response within 10 business days of receipt of the Data 
Correction Request.  Management will validate the data or make the necessary correction in the 
data validation tool, and explain the basis for the determination. 

If Management's response to a Data Correction Request does not resolve the dispute, or if no 
response is received within the required timeframe, the employee and/or the Union PWC designee 
may escalate the matter to the Management PWC designee and the designated Subject Matter 
Expert (SME) with access and authority to make corrections.  An expedited review will be 
completed and a decision will be communicated in writing within 5 business days. Denials will 
include the reasons for the decision and receipt of the decision will start the timeline for filing a 
grievance under Article 9 of the Master Agreement. 

Filling Forest Level Vacancies Prior to Pre-WRAPS Implementation 

When Management fills vacancies on the National Forests consistent with the Merit Promotion 
Plan prior to Pre-WRAPS implementation, Potentially Affected Employees and Other Impacted 
Employees may compete for those vacancies, and if selected for a lower graded position, will be 
granted grade and pay retention, and repromotion rights in accordance with law, rule, and 
regulation. National Forest vacancies not filled through Competitive Placement will become 
Available Positions to be used for Pre-WRAPS Non-Competitive Placement. 
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Impact of Voluntary Changes of Duty Station Before Pre-WRAPS 

Upon receipt of an employee’s request for a voluntary change of duty station, Management will 
consider the limitations on workspace at the relevant facility and its potential impact on subsequent 
Non-Competitive Placements under this MOU. 

Direct Match Procedures 

The PWC will make Direct Matches of employees (both Potentially Affected Employees and Other 
Impacted Employees) to Available Positions in the new or existing organization, in the same 
Commuting Area.  This may include existing positions in the current organization that are simply 
carried forward into the new organization with the incumbent. 

The following order of placement will be used in the Direct Match phase: 

a. Matching pay plan, series, grade and competitive level. 
b. Matching pay plan, series and grade. 
c. Matching grade when qualified. 

When there is more than one employee for Direct Match to a particular Available Position, 
preference will be given to employee(s) according to leave service computation date (SCD) 
(most service prevails). If multiple employees have the same SCD for leave, ties will be 
broken using the sum of the last four digits of the Employee ID number (highest sum 
prevails). 

When an employee would be a Direct Match at more than one location in their Commuting Area, 
the PWC will consider the employee’s preference. 

Pre-WRAPS Non-Competitive Placement Procedures 

When the PWC determines that the Direct Match phase is completed, the following procedures will 
be followed for Potentially Affected Employees. 

Identifying Available Positions for Non-Competitive Placement 

Remaining vacant positions in the new or existing organization will be available for Non-
Competitive Placement opportunities.  As other vacancies occur (e.g., retirement, resignation, 
transfer, etc.), they will be added to the Available Positions.  The following positions will not be 
made available for Non-Competitive Placement under Pre-WRAPS: 

�x GS-14 and above non-bargaining unit positions; and 
�x Any primary firefighter retirement or primary law enforcement retirement covered 

positions; and 
�x Temporary or term positions. 

In the following situations, where a position needs to be utilized to meet statutory requirements, 
filling that position will not be part of the Pre-WRAPS process. 
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�x Forest Service employees with statutory return rights from military furlough, workers 
compensation, or international assignment. 

�x Individuals awarded a position as a result of a complaint or other dispute or granted a 
position as a settlement depending upon the authority of the deciding official override 
OPM regulations, USDA guidance, or Forest Service policy AKA: “non-discretionary 
action directed by a qualified legal or administrative body.”  

�x A reassignment or placement granted through the reasonable accommodation process. 

Available Positions will be listed in the PWC tool, and will remain in the tool until they are filled 
through this Pre-WRAPS process or until the PWC has determined there is no Potentially Affected 
Employee to fill the position. 

Potentially Affected Employees will use the PWC tool to identify positions, locations, or voluntary 
actions for which they want to be considered.  Employees may submit a resume (not subject to the 
2-page limit) showing their qualifications for the positions in which they are interested.  Using the 
PWC tool, employees will be able to express their interest in priority order for up to five (5) 
specific positions with associated locations for which they qualify for lateral reassignment, re-
promotion, or voluntary change to a lower grade or tour. 

Matching to Available Positions 

Management will review an employee’s qualifications in accordance with the Office of Personnel 
Management Qualification Standards and identify tentative matches in accordance with the order 
of placement outlined below. 

Employees will be qualified using official personnel records (e.g., SF-50, resume, etc.) and any 
other additional information submitted by the employee in the PWC tool. 

Decisions regarding a match and a subsequent non-competitive offer of placement will be made on 
an individual basis and after consideration of the following: the order placement, qualifications of 
the employee, the work of the position, organizational needs, employee preferences, and the 
placement is in the overall best interest of the government and mission.  Management retains the 
right to make the final decision on placements, assignments and locations. 

After Direct Matches have been made, the following order of placement and subgroups will be 
used when non-competitively placing employees into Available Positions first within the 
Commuting Area and then outside the Commuting Area: 

1. A Potentially Affected Employee in the same Commuting Area as the Available Position. 

2. A Potentially Affected Employee in the same Commuting Area as the Available Position 
who does not meet the qualifications for the position, but management has agreed to 
modify qualifications for this position.  Modification of qualifications may only be 
considered when there is no qualified employee for the position. 

3. A Potentially Affected Employee outside the Commuting Area of the Available Position. 

Within subgroup 1., 2., or 3. above, offers will be made in the following sequence: 
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a. An involuntary offer of placement will be made to a PAE who is currently in the 
same grade (may include competitive level) and same tour as the Available Position 
(i.e., lateral reassignment); 

b. A voluntary offer of placement will be made to a PAE who is currently in the same 
grade and same tour as the Available Position with modification of qualifications; 

c. A voluntary offer of placement will be made to a PAE who is repromotion eligible; 

d. A voluntary offer of placement will be made to a PAE who is in the same grade, 
but is willing to take a reduced tour; 

e. A voluntary offer of placement will be made to a PAE who is willing to take a 
voluntary change to lower grade (with grade and pay retention). 

When there is more than one employee for placement to a particular Available Position, 
preference will be given to employee(s) according to leave service computation date 
(SCD) (most service prevails). If multiple employees have the same SCD for leave, ties 
will be broken using the sum of the last four digits of the Employee ID number (highest 
sum prevails). 

Employees will receive only one involuntary offer of placement, represented by a., 
above. Employees who receive a voluntary offer of placement in b., c., d., or e., above 
may decline the offer of placement and will continue to receive other offers. Employees 
may receive multiple offers of voluntary placement. An employee who declines a 
repromotion offer of placement will forfeit their right to grade and pay retention. An 
employee who declines a Management Directed Reassignment and does not otherwise 
resign or retire will be involuntarily separated from Federal service. 

Non-Competitive Offers of Placement 

Non-competitive offers of placement will be made formally and in writing. 

�x Specific details regarding an offered position will include proposed effective date, rate 
of pay, new supervisor, position description, etc. 

�x It is the employee’s responsibility to provide alternate contact information to receive 
offers of placement if the employee anticipates not having access to their government 
email during this process. 

�x If the employee with the most service refuses the offer of placement, then the offer will 
be made to the next employee in the order of placement outlined above.  

�x Employees have 3 business days to respond to their offer of placement inside the 
Commuting Area. For good cause shown (e.g., fire assignment, extended leave), 
employees may request an extension. A failure to respond will be treated as a 
declination. 

o If the new position is in the same Commuting Area, the reporting date may be 
less than 60 calendar days. 

�x Employees have 10 business days to respond to their offer of placement outside the 
Commuting Area. For good cause shown (e.g., fire assignment, extended leave), 
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employees may request an extension. A failure to respond will be treated as a 
declination. 

o The reporting date for directed reassignments will not be less than 60 calendar 
days from the notification date unless agreed to by the employee. 

�x Employees who have been given a Management Directed Reassignment outside the 
Commuting Area to another position within the Forest Service will be given priority 
placement consideration for a 2-year period following the effective date of their 
directed reassignment according to the following conditions: 

1) Their former or like position has been reestablished and is announced. 

2) The employee applies to the vacancy announcement of their former or like 
position. 

3) In accordance with the Order of Consideration as identified in the Merit 
Promotion Plan, there is no one with greater placement rights to the vacancy. 

4) Priority consideration applicants will inform HRM in writing of their 
entitlement to their priority consideration. 

�x If an employee declines a Management Directed Reassignment outside the Commuting 
Area, Management will offer the employee enrollment in and an explanation of 
placement assistance programs operated by other agencies for which they are qualified, 
including:  

1) The USDA Reemployment Priority List (RPL) and Career Transition 
Assistance Plan (CTAP);  

2) The Interagency Career Transition Plan (ICTAP); and 

3) Workforce Innovation and Opportunity Act (WIOA).  

 

Performance, Training, and Awards 

Performance management and training will be exercised in accordance with existing Departmental 
Regulation (DR) 4040-430, Employee Performance and Awards, and Articles 21 and 30 of the 
NFFE Master Agreement. 

Within the first 30 days of placement in a new position or assignment of a significant change of 
duties, Management and employee(s) will discuss training needs as part of performance planning. 
Identified training will be incorporated in the Individual Development Plans (IDP).  

Rating Officials must formally communicate expectations before holding employees accountable 
for them. When evaluating performance against established standards and measures, Management 
will consider as mitigating factors the adjustment to newly assigned duties and any IDP training 
that was not provided or available. 
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Non-Competitive Placement made pursuant to this MOU, in and of itself, will not affect an 
employee's eligibility for awards, bonuses, promotions, and/or any other such employment related 
recognition. 

Communication 

Updated information about the reorganization plan and implementation will be available to all 
employees at the Forest Service Reorganization website on an ongoing basis. This MOU will be 
posted on the Forest Service Labor Relations website. Direct communications with individual 
employees about their Non-Competitive Placement will utilize the letters agreed to by the Parties.  

Effective Date, Termination, and Severability 

This MOU shall become effective upon Agency head review or the 31st day after execution, whichever 
occurs first, and shall terminate 365 days after the effective date of the last Non-Competitive Placement 
of Potentially Affected Employees under this MOU have been completed unless terminated earlier or 
extended by mutual agreement of the Parties in writing. 

In the event that an arbitrator, the Federal Labor Relations Authority, or a court of competent jurisdiction 
determines that any provision or portion of a provision of this MOU is, in whole or in part, unenforceable 
for any reason, the remainder of that provision and of the entire MOU shall be severable and remain in 
effect. 

The respective Parties will designate a representative with authority to act on their behalf under the 
provisions of this MOU. These Representatives will jointly monitor implementation of this MOU, 
examine any system problems, including those attributable to MOU provisions, and will determine 
appropriate corrective action and initiate needed changes through early engagement discussions. 
Corrective action may take the form of system enhancements, refinement of functionality, or changes to 
process or procedure not inconsistent with provisions of this MOU. Once early engagement discussions 
have been exhausted, either Party may reopen this MOU utilizing Article 11 procedures to address 
unanticipated issues, significant problems, and/or management determined modifications the 
reorganization that are not clearly covered by this MOU. If either Party elects to reopen this MOU under 
these circumstances, management agrees to maintain the status quo of the MOU and complete bargaining 
obligations prior to implementation. 

The MOU shall terminate when the parties agree all provisions of this MOU, and any successor or 
modified MOU, have been completed and the Parties have reached full and final resolution to any 
disputes that may arise from this MOU.  For example, the parties anticipate that termination may be 
appropriate when all non-competitive placements made and all relocation benefits paid to employees and 
disputes have been resolved. 
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Memorandum of Understanding between the U. S.
Department of Agriculture, Food and Nutrition Administration 

and the National Treasury Employees Union Concerning the   
Office Move from 1320 Braddock Place to the Yates Building  

and the George Washington Carver Center (GWCC) 

1
 

 

Introduction:

The U. S. Department of Agriculture, Food and Nutrition Administration (“FNA” or “Employer”) and 
the National Treasury Employees Union (NTEU or “Union”) hereby enter this Memorandum of 
Understanding (MOU) concerning the involuntary relocation of FNA employees and equipment from 
1320 Braddock Place in Alexandria, Virginia to the Yates Building, located in Washington, DC, and/or 
the George Washington Carver Center (“GWCC”) in Beltsville, Maryland  

This MOU addresses the physical move and space issues as part of the relocation of bargaining unit 
employees, including those in Chapter 226, who are being directed to change their official duty stations 
from 1320 Braddock Place to either the Yates Building or GWCC.   

FNA agrees that the provisions of this MOU apply only to FNA employees whose current official duty 
station is located at 1320 Braddock Place. Any substantive changes to office space and/or the relocation 
of FNA employees to any other duty stations are not addressed by the parties in these negotiations and 
will be noticed and bargained in accordance with the parties’ Collective Bargaining Agreement and law.  
The office space and relocation actions and activities addressed by this MOU must conform with the 
parties’ 2025 Collective Bargaining Agreement and all legal requirements, including the Rehabilitation 
Act of 1973. The parties will continue to communicate openly with one another to address issues that 
may arise concerning the implementation of this MOU. In accordance with the above, the parties agree 
on the following: 

 

1. Move Specialist.  Not less than fifty-five (55) calendar days prior to the move date, the Agency 
will designate a "move specialist" who will serve as the primary contact and liaison for NTEU in 
addressing physical move logistics.  NTEU will, similarly, designate a “move specialist” who 
will be granted additional official time to coordinate the Union’s duties concerning the move as 
well as assist employees with the workstation selection process and understanding this MOU. 
Upon designating these move specialists, the parties will inform the other party of the identity 
and contact information of the move specialist within five (5) calendar days.   

 
2. Assignments.

 
A. The Employer will email all impacted employees notifying them of their assigned location 

(Yates or GWCC). The notice will include the date on which employees will be expected to 
move, information about the move, and other information pertaining to the change in duty 
station, such as how to gain access to the buildings and space; floor plans of the spaces; type 
and availability of public transportation; availability of parking; etc.     
 

B. The Employer agrees to provide employees with a virtual tour, of both the Yates Building 
and GWCC in advance of the employee’s report date and with sufficient time that employees 
may see the space before making workstation selections pursuant to Section 12.   
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3. Union Notice. The Employer will notify NTEU at least five (5) calendar days before formally 

notifying bargaining unit employees (BUEs) of the move. 

4. Employee Communication.  Prior to the above BUE notification, Management will schedule a 
formal, in-person meeting with a virtual/hybrid option available and discuss implementation and 
the process for workstation selections. Agency leadership will be available in-person to answer 
questions at the meeting.  This will be followed by a question-and-answer period.  Any 
unanswered questions will be responded to within 15 calendar days.  In addition, the agency 
shall provide each employee with a copy of this agreement no later than three (3) days following 
Agency Head Review approval.     

 
5. Workload. This office move is not anticipated to increase employee workload. If an employee 

has concerns that the relocation is increasing their workload, employees may schedule a 
discussion with their direct supervisor to outline the specific concerns and suggest possible 
solutions. The supervisor will promptly respond to any suggested solutions (e.g. standing 
approval for credit hours in accordance with the Collective Bargaining Agreement, workload 
adjustment, etc.).  

6. Adjustment Period.  The Employer understands that these office moves may result in 
employees having to commute for significantly longer periods of time than they currently 
commute.  For this reason, the employer agrees as follows:

a. Grace Period. Employees will receive a 45-day grace period, commencing from the date 
of the office move, during which management will consider the difficulty of the office 
move, additional commuting time, additional strain on the employee’s daily life, and 
childcare constraints, when evaluating employees. This grace period does not apply to 
employees hired after the office move.

b. Performance.  Deficiencies in an employee’s performance will be communicated to the 
employee as soon as reasonably practicable, pursuant to Article 9.01(7), 9.04(1), 9.04(3), 
and Article 10. FNA will counsel employees in relation to their overall performance on 
an as-needed basis.  

c. Shuttle.  If an employee is late for the employee’s workday, due to insufficient USDA 
shuttle space or shuttles that are not on time, supervisors may grant administrative leave 
for the period of time in which they were late in reporting for duty.  The parties agree to 
meet every three (3) months to assess the frequency of the shuttles.  If either party 
identifies that there is not sufficient shuttle space or frequency for the new employees, 
FNA shall request that the shuttle frequency increase by at least 20% between 6:00am 
and 9:00am and between 4:00pm and 6:00pm within 90 days of becoming aware of the 
insufficient shuttle space. If both parties agree that a meeting regarding the shuttle is not 
necessary, the meeting may be cancelled.

d. Parking. If an employee is late for the employee’s workday during the grace period, due 
to insufficient parking at GWCC, supervisors may grant administrative leave for the 
period of time in which they were late in reporting for duty. 
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7. Moving. The Employer will support the moving process of all bargaining unit employees. The 

Employer will notify all impacted employees in writing of their change in duty station at least 
fifty (50) calendar days in advance of the day they are required to report to either Yates or 
GWCC indicating their new duty station and provide: 

a. Storage Boxes. Employees who will be moving offices will be provided boxes sufficient 
enough in quantity and size to move all items to their new duty station. Employees may 
request additional boxes as needed.

b. Assistance. Employees needing physical assistance with packing/unpacking boxes should 
request assistance as soon as possible. This request may be made with their supervisor or 
Office Manager. Employees will not be responsible for carrying or moving boxes to the 
new office location or their individual workstations.  

c. Administrative Time for Packing. Subject to workload and staffing needs, employees will 
be granted not less than two (2) hours of administrative time to pack and take other 
actions for the relocation, e.g., prepare their offices to move and pack and/or purge files 
as necessary; and three (3) hours to unpack and prepare their storage after the move, as 
necessary. 

 
8. Floor Plans and Move Schedule Changes. If changes occur after the official BUE move 

notification, the Agency will provide BUEs with updates to the move schedule as needed until 
the move from 1320 Braddock Place to Yates and to GWCC are all completed. The move 
specialists of both FNA and the Union will meet as needed and agree to discuss any concerns or 
issues related to the relocation. The Agency agrees to keep BUEs informed about the move, 
including the move schedule. The Agency also agrees to make up-to-date floorplans for Yates 
and GWCC available to BUEs on an as needed basis.  
 

9. Parking and Transit.  The Employer recognizes that the change in office could potentially 
result in increased commuting times and costs.  As such, the Employer agrees to: 
 

a. Provide free parking for all employees at GWCC.  
b. To fully maximize the available Department of Transportation transit subsidy benefit for 

all bargaining unit employees whose public transit or commuting costs increase as a 
result of transferring to the Yates Building or GWCC, up to the maximum statutory limit 
allowed by federal law. FNA will provide NTEU the name of the person(s) responsible 
for processing transit subsidy applications. 

10.Equipment. Employer will request that newly provided workspaces will be equipped with the 
same or better office equipment (i.e. standing/sitting desk, ergonomic chair, docking stations or 
compatible connection cord, computer or laptop, keyboard, mouse, access to data and 
communications, furniture, lockable file cabinets that are adequate in size for employees to store 
work papers, etc.) than were provided at 1320 Braddock Place, including two monitors for each 
cubicle and/or office. 
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a. Filing Cabinet Keys. The Employer will request filing cabinet keys from Facilities 
Management for all new cabinets that require keys, in sufficient time for the keys to be 
available before employees move into the new workspaces. 

b. Storage Space. Each employee will be provided with sufficient file cabinet storage to 
hold their files.

11. Room Reservations.The Employer will utilize a room reservation system for employees to 
view and reserve certain workspaces. The following workspaces will be available for advance 
reservation: 
 

a. Large Conference Rooms; 
b. Small Conference Rooms; and
c. Huddle Rooms. 

In the event a workspace is no longer needed, employees should cancel the reservation as soon as 
practicable after becoming aware that the space is not needed.  

12.Workstation Selection.   The Agency will schedule meetings for employees and NTEU for 
individual workstation selections at Yates and GWCC.  If an employee cannot attend the 
meeting, they may designate someone to select a workspace on their behalf. If an employee 
cannot attend the meeting and is not able to arrange someone to attend on their behalf, the 
Agency will assign them a workspace after all other selections have been made. A final list of 
workspace selections will be sent to NTEU in an excel document or equivalent no later than ten 
(10) calendar days after selections are made.       

All workspaces available to FNA will be included in the selection process, aside from private 
offices. Selection of workspaces shall be made in order of FNCS seniority, defined by the 
employee’s earliest entry-on-duty date for Federal service. Tiebreakers shall be first Federal 
government seniority and second based on a coin flip. 

13.  Privacy.  The Employer understands the need for employees to have a degree of privacy and the 
agency will make every good faith effort to maintain the privacy and/or confidentiality of 
employee records or conversations with supervisors. 

  
a. Personal Storage. Each employee, in addition to storage for their work files, will be 

provided a lockable personal locker, located at or near the employee’s workstation. 
b. Conference Rooms.  Each conference room with glass walls will be equipped with a 

frosted glass covering or similar that affords occupants some level of privacy. 
c. Focus Rooms. Employees will have access to focus rooms to have individual meetings 

with other staff or supervisors as needed.  
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14.Space.The Employer understands that the safety and comfort of employees is important to their 
productivity. With that in mind, the Employer agrees that: 

a. Cleaning Services. The Agency shall maintain regular cleaning services of the Yates 
Building and GWCC, to include emptying of trash cans, cleaning and resupplying of 
bathrooms, and cleaning and resupplying of kitchens or common areas. Vacuuming of the 
common areas will be done daily. Additional vacuuming may be requested by the 
employee. 
 

b. Building Maintenance Issues. Any employee may report, by phone or by email, issues 
regarding building components that are not functioning properly through Agency 
facilities management Customer Support helpdesk or archibus. Whenever such a report is 
made, Agency facilities management will ensure the repair of the building component as 
soon as practicable.  If the repair is of a minor nature that is only relevant to the reporting 
employee (e.g., repairing an employee's chair), then Agency facilities management will 
notify only that affected employee when the repair is complete. If the repair is of a 
significant nature that could affect many Agency employees (e.g., repairing an elevator), 
then Agency facilities management will notify all Agency employees when the repair is 
complete. Such notification will inform affected employees of the status of the repair and, 
if the issue cannot be fixed within 24 hours (e.g., a new part must be ordered), then the 
notification will provide an update and timetable for the repair. Issues to be reported 
through Agency facilities management Customer Support helpdesk or archibus include, 
but are not limited to, uncomfortable temperatures ( e.g., workspace temperatures under 
68 degrees or over 76 degrees F, per OSHA guidance), broken appliances, insufficient 
ventilation, air quality concerns, and any issue adversely affecting the safety or comfort 
of the workplace environment.  

c. Bike Storage. Secure bike racks will be available for employee usage. If covered bike 
storage is not available at a facility, the Agency agrees to find a space in which 
employees may store their bikes in the event of anticipated inclement weather.  

d. Feminine Hygiene Products. Feminine hygiene products will be available in all women's 
and unisex restrooms on the FNA floors, at all times, and at no cost to employees. 

e. Water Fountains. Each floor of the FNA office space at Yates and GWCC will be 
equipped with at least one (1) water filtration system which includes a water bottle filler 
station.

  
f. Fitness Center. Access to any fitness area located within GWCC or Yates will be free to 

all employees. These fitness centers shall include bathroom facilities, showers with hot 
and cold water, lockers that may be reserved during fitness center usage, and changing 
areas. In the case of the Yates Building, if no fitness center is located in the building, 
employees are permitted to use a USDA fitness area within walking distance of the 
building, free of charge. 

  

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 103 of 166



Memorandum of Understanding between the U. S.
Department of Agriculture, Food and Nutrition Administration 

and the National Treasury Employees Union Concerning the   
Office Move from 1320 Braddock Place to the Yates Building  

and the George Washington Carver Center (GWCC) 

6
 

 
 

g. Sunlight Access. Employees may request full spectrum daylight lamps (so-called "happy 
lamps") from their supervisors. These lamps will be provided within 60 calendar days of 
the request.

 

h. Wi-Fi Access. Wi-Fi internet access will always be available in all areas of the building. 
The Agency will ensure sufficient access. Any instances of insufficient Wi-Fi 
connectivity may be reported to the CEC help desk. In the event that sufficient internet is 
not available for an employee to complete their job duties, employees with an executed 
telework agreement will be permitted to telework until the issue is resolved  If the issue 
in question is likely to be resolved in less than one (1) hour, then the employee’s manager 
may elect whether the employee leaves to telework or remains in the office.   

 

i. USB Charging Station. Every workstation will include a USB charging station. 

j. Restroom Access. Restrooms will not require LincPass for access and will allow for 
unrestricted access. 

 
k. Lunch or Break Area.  The Employer will provide a common area that may be used by 

employees for the purpose of eating and taking breaks.  The common area  will be 
equipped with at least one “K-cup” style coffee machine, at least two large refrigerators 
that produce ice, and at least two microwave ovens for employees to use within the 
common area. The Agency is responsible for the maintenance, repair, and replacement of 
any broken or unusable lunch or break area equipment or appliances. Maintenance also 
includes providing paper towels, hand soap, and hot and cold water.

l. Lactation Rooms.  A sufficient amount of lactation rooms will be provided for use by 
employees.  This includes a refrigerator to accommodate employee needs. FNA 
employees are free to use any one of the four lactation rooms on the GWCC campus.
FNA will endeavor to use the existing Braddock equipment if possible. The Agency 
agrees to maximize use of each lactation room by endeavoring to ensure an employee can 
pump in private while another employee enters the room to access the refrigerator and by 
maximizing the number of pumping stations in each lactation room.

 
m. Copiers. At all times, the FNA will maintain no fewer than three (3) working 

copiers/scanners on each floor for the use of employees.  Each of these copiers will have 
the ability to print and scan. The Agency is responsible for the maintenance, repair, and 
replacement of any damaged orbroken copiers and must maintain the supply of toner, 
ink, and paper. 
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n. Auditory Dampener.  The Employer will install a sufficient number of auditory dampener 
(white noise) devices, to increase privacy and foster a quieter work environment.

o. Cleaning Supplies. Management will provide cleaning supplies including, but not limited 
to paper towels, disinfectant, hand wipes, hand sanitizer to disinfect shared workstations 
and work tables and keep work stations clean.  The supplies will be located at a place of 
management’s choosing. 

p. Onsite Food Vending. At minimum, the Agency shall provide onsite vending of food and 
drinks for employees to purchase. The Agency will ensure that these vending machines 
are regularly stocked and maintained.      

q. IT Assistance. The Agency shall ensure adequate information technology (IT) service 
desk support so that employees’ IT needs will be met.  If an employee cannot reasonably 
perform their duties due to an IT issue, employees with executed telework agreements 
will be permitted to telework while the IT issue can be resolved.   If the issue in question 
is likely to be resolved in less than one (1) hours, then the employee’s manager may elect 
whether the employee leaves to telework or remains in the office. If the IT issue prevents 
the employee from also teleworking, the Employer will be provided administrative leave 
until the issue is resolved. 

r. Building Access. The Yates building and GWCC and all employee areas within (such as 
restrooms and fitness centers) shall be accessible to employees 24 hours a day, seven 
days a week. The Agency may require employees to use specific entrances depending on 
the time of day.

15.Shuttle. USDA provides a shuttle for employees that will travel between the Greenbelt Metro 
Station and the GWCC building. The shuttle will operate regularly and during all work hours. 
The Agency agrees that it will not store or use data collected by an employee’s use of the shuttle 
service to track employee attendance, location, or work hours.

16.Pests.  The Agency must maintain a safe, clean, and professional work environment free from 
vermin, insects, and other pests. This proposal covers all Agency-controlled facilities, including 
office spaces, break rooms, storage areas, and parking structures. 

A. Management Responsibilities.  The Agency agrees to take immediate, proactive measures 
to eliminate and prevent pest infestations: 

 
B. Employee Accommodations and Workplace Flexibilities.  When pest remediation 

impacts active workspaces, the Agency must protect employee health.
 

C. Alternative Workspaces: Relocate affected employees to a pest-free area or alternative 
facility during and immediately following chemical treatments or known infestations.

Case 3:25-cv-03698-SI     Document 457-2     Filed 07/24/26     Page 105 of 166



Memorandum of Understanding between the U. S.
Department of Agriculture, Food and Nutrition Administration 

and the National Treasury Employees Union Concerning the   
Office Move from 1320 Braddock Place to the Yates Building  

and the George Washington Carver Center (GWCC) 

8
 

 
D. Weather and Safety Leave Telework: Grant immediate ad-hoc telework, situational 

telework, or safety leave to any employee assigned to an infested location or any 
employee with documented respiratory issues, chemical sensitivities, or allergies during 
chemical applications.

 
E. Mitigation and Resolution Timeline.  The Agency will adhere to strict timelines upon a 

reported pest sighting.
 

F. Urgent Hazards: Respond within 4 hours for hazards like bedbugs, stinging insects, or 
aggressive rodents in immediate work zones.

 
G. Standard Infestations: Schedule professional extermination services within 48 hours for 

standard insect or minor rodent sightings.
 

H. Verification.  In the event of an infestation, the Agency will verify the building’s fitness 
for occupancy through a bona fide third-party before requiring employees to return to 
their office.  The Agency agrees to provide Chapter 226’s President, and their designated 
Field Rep, with any report made by the third party, if available, which reflects the fitness 
of a building for occupancy.  If no report is generated, the Agency will provide a written 
update, via e-mail, reflecting that the building is fit for occupancy.  The report, or written 
update, will reflect any testing done, and be provided at least one day prior to any 
employees returning to the worksite. 

17.Reasonable Accommodations.  Any employee with a Reasonable Accommodation (“RA”) who 
changes duty stations shall have the same or similar equipment in the new location and will have 
their workspace equipped and/or altered in accordance with Article 35, Section 8 of the parties’ 
Collective Bargaining Agreement.

18.Attrition.  In the interest of maintaining workforce stability during periods of attrition, 
Management has determined that any employee covered by this MOU shall not be subject to 
involuntary reassignment to a duty station located outside of the National Capital Region (NCR). 
This protection remains in effect for thirty (30) months following the employee’s move to the 
Yates Building or GWCC.   
 

19. Significant and Unanticipated Problems.  If either FNA or NTEU becomes aware of 
significant unanticipated problems that arise following implementation of this initiative, the FNA 
or NTEU will inform the other party, and the parties will meet to discuss and attempt to resolve 
the problem as soon as possible. 
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Waiver. Nothing in this MOU is intended, nor should it be interpreted, as a waiver or withdrawal of 
any grievances filed by the Union or of its rights in said grievances or bargaining.  Nothing in this MOU 
is intended to limit an employee’s rights provided for in the parties’ CBA.   

Effective Date, Effect and Termination. This MOU will take effect upon Agency head approval or on 
the thirty-first (31st) day following execution, whichever is earlier. This MOU will run concurrently 
with the parties’ 2025 CBA.  

__________________________________ _______________________________
Matt Epperson   Jake DiMarzio 
Chief Negotiator on behalf of FNA    Chief Negotiator & Assistant Counsel 
        NTEU 

Digitally signed by 
John (Jake) DiMarzio 
Date: 2026.06.30 
23:28:02 -04'00'
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MEMORANDUM OF UNDERSTANDING 
IMPACTS OF THE REORGANIZATION ON THE BELTSVILLE AGRICULTURAL RESEARCH 

CENTER AND U.S. NATIONAL ARBORETUM 
 

BETWEEN: 
 

THE AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES (AFGE) LOCAL 3147 
 

AND 
 

THE BELTSVILLE AGRICULTURAL RESEARCH CENTER (BARC) & US NATIONAL ARBORETUM 
(USNA), AGRICULTURAL RESEARCH SERVICE (ARS), UNITED STATES DEPARTMENT OF AGRI-

CULTURE (USDA) 

 

I. General 
A. This Memorandum of Understanding (MOU) is entered into between the Beltsville Agricultural Re-

search Center (BARC) and the U.S. National Arboretum (USNA), United States Department of Agri-
culture (collectively, the "Agency"), and the American Federation of Government Employees (AFGE) 
Local 3147 (the “Union”), collectively referred to as "the Parties." 

B. This MOU constitutes the agreement between the Parties regarding the relocation of bargaining unit 
employees (BUE or employee(s)) to their Management Directed Reassignment Location (MDRL) 
within and outside the National Capital Region (NCR). This MOU supplements but does not supersede 
the Parties' Collective Bargaining Agreement (CBA) effective March 21, 2025.   
 

II.  Scope and Application 
A. This MOU applies to all BUE of BARC and USNA covered under the CBA and who are impacted by 

the relocation due to the USDA Reorganization. This MOU supplements the CBA and shall remain in 
effect from the date of Agency Head Approval (AHA) through the resolution of all matters arising 
from the reorganization.  
 

III.  General Protections 
A. The Agency does not anticipate a Reduction in Force (RIF) as a result of the relocation and reorgani-

zation. In the event that a RIF subsequently occurs, the Agency will fulfill all bargaining obligations 
under the CBA prior to implementation.  

B. Existing reasonable accommodation determinations will not be uniformly rescinded as a result of the 
relocation. Any reevaluation of existing accommodations will proceed through the interactive process 
in accordance with applicable law and regulations.  

C. Existing Flexible Work Schedules (FWS), which include Maxiflex as outlined in the CBA will not be 
uniformly rescinded as a result of the relocation. Individual agreements remain in effect unless modi-
fied through the procedures set forth in the CBA. 
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D. In the event of a lapse in fiscal year 2027 appropriations, all funding associated with the relocation is 
fiscal year 2026 and relocation support will continue.  
 

IV.  Reorganization 
A. The Agency confirms that the duties, essential functions, and reporting relationships for bargaining 

unit employees have not changed and will not change with issuance of a management directed reas-
signment (MDR) to relocate to the MDRL. A change in duty station location alone does not constitute 
a change in duties, essential functions, or reporting relationships for the purposes of this MOU.  

B. The Agency will provide written notification to the Union prior to any changes in BUE duties, essential 
functions, and reporting relationships.  

C. Changes to position descriptions and work reassignments will be conducted in accordance with appli-
cable articles in the Parties’ existing CBA. 
1. Any modifications to Performance Plans must adhere to applicable articles in the Parties’ existing 

CBA.   

2. The Agency recognizes that simultaneous work and/or home relocation can affect an employee's 
ability to meet established performance expectations. Accordingly, rating officials will document 
and account for adjustments to newly assigned and/or modified duties, logistical challenges, and 
delays in access to necessary resources when evaluating performance during the transition period. 

3. The Agency recognizes that employees may require schedule flexibilities in order to reestablish a 
functioning home and work environment. 

4. The supervisor may authorize situational telework on a case-by-case basis. 
 

V. MDR Letter and Decision Period 

A. Upon issuance of the MDR letter, employees will be provided with a minimum of 30 calendar days 
to respond with a decision to accept or decline the reassignment. 

B. Each MDR letter will include, at minimum:  

1. The specific location of the reassignment, including street address, city, and state; 

2. The REE Reorganization email, and/or all applicable email addresses, for inquiries and relevant 
links (general questions related to HR, relocation, etc.); 

3. Information regarding the Voluntary Early Retirement Authority (VERA) and the Voluntary Sep-
aration Incentive Program (VSIP) (eligibility will be determined on a case-by-case basis);  

4. An email address in order to be assigned a relocation coordinator;  

5. An email address in order to be assigned a retirement and benefits specialist;  

6. An email address for the Union (afge.local3147@gmail.com) will be included in the email ac-
companying the MDR letter. 

C. Employees retain the right to change their decision to accept or decline the MDR at any time prior to 
the Friday before the report date.  
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D. Employees may utilize the hardship request process to request an extension of the decision pe-
riod in writing. These requests will be considered on a case-by-case basis under the Department hard-
ship process.  

E. If an employee has a Reasonable Accommodation or Hardship Request, they may request an applica-
tion by sending an email to the REE Reorganization email address and they will be provided with a 
link to the application.  

 

VI.  Employees Who Decline the Relocation 

A. Employees may select a separation or retirement effective date before the report date for the purposes 
of severance or retirement.   

B. An employee who declines the relocation will remain in duty status and receive their regular salary 
from MDR issuance through: (i) the report date, or (ii) the employee's selected termination or retire-
ment date, whichever is earlier.   

C. Nothing in this MOU prevents the Agency from initiating adverse action proceedings prior to the 
report date in accordance with law, regulation, and the Parties’ existing CBA; however, an employee 
shall not be separated from service before the report date unless the employee authorizes it. Under 
most circumstances, the SF-50 will reflect voluntary separation. 

D. If removal proceedings have not been concluded by the report date, the employee will be placed in an 
Absent Without Leave (AWOL) status until the adverse action removal has concluded. The em-
ployee’s FEHB enrollment may continue during this period and the employee will be responsible for 
paying both the employee and employer premiums. 

 

VII.  Personal Hardship due to MDR 

A. Personal Hardship Scope and Definition  

1. A personal hardship is a situation or condition(s) outside of the employee's reasonable ability to 
control that affects the employee and/or family members as defined in 5 C.F.R. § 630.201.  

2. Any employee may request a personal hardship consideration. Personal hardships are situations 
outside of the employee’s reasonable ability to control that affect the employee and/or family 
member as defined in 5 CFR § 630.201.  

3. The provisions of this MOU will not interfere with the rights of employees under any statutes, 
laws, or regulations as it relates to requests for a Reasonable Accommodation. Unlike a Personal 
Hardship, Reasonable Accommodations are modifications to a job or existing work environment 
that enables a qualified person with a disability to perform the duties of their job. 

4. Management will provide CTAP and ICTAP information and any relevant documentation to eli-
gible employees.  

5. In accordance with the Parties' current CBA, Management will establish a process under which 
BUE can submit requests for relief from personal hardship arising from their MDR and the De-
partment reorganization.  
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6. Confidentiality (HIPAA, Privacy Rights, etc.) regarding an employee's hardship situation, appli-
cation, and documentation will be maintained to the fullest extent possible throughout the entire 
process. Information shared in connection with a hardship request will not be disclosed beyond 
individuals required for the purpose of processing the request. 

7. After accepting their MDR, employees may submit hardship requests within 30 calendar days of 
receiving their specific MDR. Until a decision is rendered on the hardship relief, the employee will 
remain at the current duty station.  

8. The Parties agree that every Personal Hardship Request may not be satisfied, however, Manage-
ment will ensure that every employee is given due consideration of their specific circumstances 
and how impactful these may be on their ability to perform their duties. 

9. If a meeting concerning Personal Hardship or Reasonable Accommodation should occur, employ-
ees retain the right to request the presence of a Union representative. The Union may submit writ-
ten authorization to Management from the employee to request the employee's Personal Hardship 
and/or Reasonable Accommodation status and any other authorized reorganization related infor-
mation that would be provided to the employee. 

10. Requests submitted after the deadline may be considered at Management’s discretion where cir-
cumstances have changed or could not reasonably have been identified earlier.  

11. Employees may send in a Personal Hardship request for a delayed relocation due to an employee’s 
upcoming retirement.  

B. Requests for a Personal Hardship Consideration  

1. Any BUE who receives an MDR letter may submit a request via REE.reorganization@usda.gov 
for information on how to submit a Personal Hardship. 

2. Personal Hardships will be reviewed through the Department’s hardship process and additional 
documentation from the employee may be requested during the hardship review process.  

3. Management will notify the employee in writing normally within 30 calendar days of re-
ceipt of their submission. If a hardship decision is not made within the 30-calendar day decision 
window, Management will adjust the report timeline accordingly.  

4. The written initial decision from Management will include: 
a. determination of whether a hardship exists (approval or denial); 

i. if approved, what accommodation(s) will be afforded to the BUE; 

b. the Union email: afge.local3147@gmail.com (located in email body); 

c. Programs for which the employee may qualify (i.e. CTAP, ICTAP, etc.) (located in email 
body); 

5. Employees will remain at their current duty station (BARC) until a final decision is rendered.  

6. Whether a Personal Hardship request or Reasonable Accommodation that could delay or prevent 
relocation is approved or denied, the employee will be provided with a revised report date. The 
revised date will be the later of either: 

a. the report date provided in the MDR letter; or  
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b. 60 calendar days after the employee receives a final written hardship determination. During 
the period a hardship request remains pending, the employee shall not be subject to an AWOL 
designation or separation (reflected on the SF-50 as an adverse action) solely on the basis of 
not reporting to the duty station stated in the MDR. 

7. Employees retain the right to submit a Reasonable Accommodation request at the MDRL. 

VIII.  Relocation Financial Support 
A. Employees are encouraged to work with a relocation specialist prior to making any decisions regarding 

a relocation package.  

B. Election of Relocation Package  

1. Generally, within 30 calendar days of MDR issuance, each accepting employee will elect either:  

a.  the traditional Federal Travel Regulation (FTR) relocation package, OR  
b.  the USDA Lump Sum Relocation Program (LSRP)  

2. There will be case-by-case counseling services and tools available, generally prior to the elec-
tion deadline, to assist employees with the decision-making process.  

3. The election is binding once the employee's relocation authorization payment is received.  

4. Employees who accept the relocation and receive relocation payment under the FTR or 
lump sum program shall serve a 12-month service agreement. Employees may serve the agree-
ment with any USDA agency in any duty station or with any other Federal Government Agency. 
If an employee leaves the Agency before the end of their service agreement, the authorizing official 
will determine whether repayment is required, taking into account whether circumstances were 
outside the employee’s control. During the service agreement period, employees who accept the 
lump sum will be responsible for providing proof that they have moved to the new duty station.  

C. Traditional FTR Package (12-month service agreement) 

1. Employees who select the traditional FTR package are entitled to the following:  

a. En route travel expenses, including per diem for the employee and accompanying family 
members as defined in 41 C.F.R. § 300.103, during travel to the new duty station;  

b. Miscellaneous moving expenses;  

i. $905 (no dependents) or the equivalent of one week’s basic gross pay, whichever is the 
lesser amount, or;  

ii.  $1,810 (with dependents) or the equivalent of two weeks’ basic gross pay, whichever is 
the lesser amount.  

c. Household goods shipment of up to 18,000 lbs.;  
d. Storage in transit (SIT) of household goods, for up to 90 calendar days;  
e. One (1) house hunting trip not to exceed 10 calendar days, including rental car;  
f. Sell and buy residence transaction expenses or lease termination expenses;  
g. Up to 10 percent of the actual sales price for the sale of a residence at the old official duty sta-

tion;  
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h. Up to 5 percent of the actual purchase price for the purchase of a residence at the new official 
duty station;  

i. Reimbursement for lease-termination expenses at actual cost, with proper documentation;  

j. Property management services for up to 12 months;  
k. Shipment of one (1) privately owned vehicle (POV);  
l. Withholding Tax Allowance (WTA) and Relocation Income Tax Allowance (RITA) pay-

ments to offset actual tax liability;  
m. 60 calendar days of approved Temporary Quarters Subsistence Expenses (TQSE), with exten-

sions authorized by the Agency up to a maximum of 120 calendar days; extensions be-
yond 60 calendar days are authorized at the Agency level and will be determined on a case-
by-case basis.  

D. Lump Sum Relocation Program (LSRP) and Incentive 

1. The USDA Lump Sum Relocation Test is a four-year program that provides eligible employees 
with one upfront relocation payment, followed, where applicable, by subsequent payment(s) for 
residence transactions.  
a. The total lump-sum amount will be calculated with a relocation specialist using the employee’s 

situational information.  
2. With no relocation incentive there is a 12-month service agreement; 

3. With a relocation incentive there is a 24-month service agreement; 

a. The Agency will offer a $20,000 or $15,000 (depending on the state to which the employee is 
relocated) relocation incentive to employees who select the lump sum relocation program. If 
the vacancy rate in the MDRL is above the 5% housing vacancy rate threshold for the lump 
sum authorization, then the employee is not eligible for 60 calendar days of temporary housing 
and the increased incentive payment will help offset that difference. 

b. Should the employee decline their MDR after receiving incentive funds, the incentive must be 
paid back to the Agency on a timeline determined on a needs-based basis. 

4. The service agreement is transferable to any USDA agency regardless of duty station location. 
Employees who voluntarily separate or transfer from USDA service prior to completion of their 
service agreement shall be required to repay the relocation incentive on a pro-rated basis.  
 

E. Lump Sum Versus Traditional Relocation Allowances 

Lump Sum Method 
 

Traditional Method 

En Route Travel 
 

Paid using standard per diem rates; no lodging receipts re-
quired 

Reimbursed for actual lodging costs (with receipts), up to 
the CONUS rate 

Miscellaneous Moving Expenses 
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Flat payment - 905 (single) or 1,810 (with dependents) Same lump sum or a higher reimbursable amount with doc-
umentation (up to one week of salary for singles / two 
weeks with family) 

Household Goods (HHG) Shipment 
 

Payment is based on USDA’s historical averages and scaled 
by distance and home size; no receipts required 

Employee chooses between commuted rate reimbursement 
or agency-arranged actual expense method 

Residence Transactions (Sale, Purchase, Lease Break) 
 

-Sale: 8% of prior year assessed property value. 
– Purchase: 3% of the median home price at the new duty 
station. 
– Lease Break: 80% of two months’ fair market rent. 
Documentation required for all. 
 

- Sale: Up to 10% of actual sale price (allowable expenses). 
– Purchase: Up to 5% of actual purchase price. 
– Lease Break: Reimbursement based on itemized, docu-
mented expenses 

Taxes 
 

���ƒ�š���‹�•�’�ƒ�…�–�•���ƒ�”�‡���„�—�‹�Ž�–���‹�•���—�•�‹�•�‰���Ð�‹�š�‡�†���ˆ�‡�†�‡�”�ƒ�Ž�����t�v�¨�����ƒ�•�†���•�–�ƒ�–�‡��
(5%) rates 

Employees receive Withholding Tax Allowance (WTA) and 
Relocation Income Tax Allowance (RITA) payments to offset 
actual tax liability 

Temporary Quarters Subsistence Expense (TQSE) 
 

Allowed only in housing-constrained markets (vacancy < 
5%); 60-�†�ƒ�›���Ð�‹�š�‡�†�â���•�‘���”�‡�…�‡�‹�’�–�•���”�‡�“�—�‹�”�‡�† 

���‡�‹�•�„�—�”�•�ƒ�„�Ž�‡���ˆ�‘�”���—�’���–�‘���s�t�r��calendar days; lodging receipts 
required. Actual expenses reimbursed 

Storage of Household Goods (SIT) 
 

Provided only if TQSE is authorized; amount based on his-
torical averages 

Up to 60 calendar days initially, extendable to 150 calendar 
days with approval 

 

F. Situational Telework and Leave for Relocation Purposes  

1. Employees may request situational telework to address operational circumstances arising 
from the relocation transition when telework is more practicable than reporting in person. Situa-
tional telework may be appropriate during periods such as temporary housing arrangements or re-
duced access to the employee’s permanent duty workspace. However, situational telework hours 
are not automatically approved. All situational telework must be specifically requested by the em-
ployee and approved by the supervisor’s designee.  

2. Employees must submit situational telework requests through their agency’s established process 
as per the Parties’ existing CBA.   

3. Accepting employees will be credited with 80 hours of administrative leave, available for use 
from the MDR issuance through 60 calendar days after the report date. The 80-hour time allotment 
may be used to perform any relocation purposes to include but not limited to house hunting pur-
poses, packing, supervising movers, and similar activities. Administrative leave under this Section 
(Relocation and Financial Support) is separate from, and in addition to, any Leave Without Pay 
authorized under the reorganization.  
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4. Employees may request leave with or without pay in excess of the 80-hour administrative leave 
allotment defined in this Section for relocation purposes at any point after MDR issuance.  

5. An accepting employee may also request annual leave or Leave Without Pay (LWOP) for a period 
of up to 30 calendar days after the report date to allow additional time for any relocation impacts. 
These requests should be approved unless there is a mission-critical need to decline them.  

 

G. Report Date and Personnel Action Protections  

1. The report date shall not be earlier than October 5th, 2026 or 90 calendar days from the date of the 
MDR issuance, whichever is later. The effective date shall not be earlier than October 4th, 2026 
unless an employee requests this date to be sooner. 

2. Personnel actions reflecting the MDRL shall not be processed before the report date, or the em-
ployee begins reporting to MDRL, whichever is sooner.  

3. The Employee’s SF-50 will reflect their current locality pay through the day before the report 
date, or the day before beginning to report to MDRL whichever is sooner.  

H. Equivalent Relocation Support  

1. BUE subject to an MDR who accept a different position within the bargaining unit that is also lo-
cated in MDRL will receive equivalent relocation support, subject to applicable personnel regula-
tions.  

2. The Agency confirms that funding for FTR and LSRP entitlements will be available for employees 
whose relocation occurs after October 5th, 2026, including those whose relocation is delayed due 
to an approved Personal Hardship request or pending Reasonable Accommodation determination. 
The availability of funding shall not limit any employees’ entitlement to relocation benefits under 
this MOU.  

IX.  Separation and Retirement Support 

A. VERA/VSIP 

1. The Agency will open an election window for the impacted employee from the date of MDR issu-
ance through 30 calendar days after MDR issuance.  

2. The maximum Voluntary Separation Incentive Payment (VSIP) is $25,000, pursuant to 5 U.S.C. 
§ 3523(b)(2)(B).  

B. Career Transition Assistance Plan (CTAP) 

1. Employees who decline the relocation and receive a notice of proposed removal for declining a 
directed reassignment to another local commuting area, are entitled to Career Transition Assistance 
Plan (CTAP) selection priority if they satisfy CTAP candidate requirements and are deemed "well 
qualified" for the job. Management agrees that open positions advertised by ARS will be open to 
CTAP candidates resulting from this reorganization beyond the local commuting area.  

2. The Agency will provide each declining employee with written documentation supporting invol-
untary separation status at or before the effective date of separation.   
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3. Employees who decline the relocation and are separated as a result will be eligible for Interagency 
Career Transition Assistance Plan (ICTAP) selection priority in accordance with applicable law 
and regulation.   

C. Career Transition Services  

1. The Agency will provide group information sessions covering CTAP, ICTAP, VSIP, VERA, re-
sume writing, and retirement planning. These sessions will occur on duty time. Employ-
ees will reasonably be excused from regular duties to attend training sessions.  

2. Consistent with the Parties' existing CBA, and as an appropriate arrangement under 5 U.S.C. § 
7106(b)(3) for employees adversely affected by an MDR, employees may use up to eighty 
(80)  hours of duty time for career transition activities — including preparing and updating re-
sumes and job applications, attending employment interviews, contacting potential employers, and 
reviewing vacancy announcements, beginning at the MDR issuance. Duty time for career transi-
tion activities is not subject to prior supervisory approval; employees shall provide reasonable 
advance notice of their intent to use such time.  

D. Retirement Processing 

1. Retirement counseling contacts will be made available to employees at the time of the MDR issu-
ance.   

2. The Agency agrees to provide a retirement processing timeline on the REE AXON page for the 
portions of the process that are within USDA control.   

3. Employees with outstanding Thrift Savings Plan (TSP) loans will receive written notice of the 
implications of separation prior to their separation effective date.  

4. Employees may submit a Personal Hardship request to delay the report or separation date to meet 
the minimum service and age requirements for an immediate annuity under Federal Employees 
Retirement System (FERS) or Civil Service Retirement Service (CSRS), including Discontinued 
Service Retirement under 5 U.S.C. § 8414(b) or § 8336(d). Upon request to the REE.reorganiza-
tion@usda.gov contact, employees will receive an individualized written retirement readiness as-
sessment from the Agency's benefits specialist within 15 calendar days of the request.  

E. Severance Pay 

1. Employees serving under qualifying appointments, meeting all eligibility requirements who de-
cline the relocation and are separated as a result shall be entitled to severance pay in accordance 
with 5 U.S.C. § 5595 and 5 CFR Part 550, Subpart G. For purposes of this MOU, the Agency 
confirms that an employee’s declination of a directed reassignment outside of the National Capital 
Region (NCR) does not constitute a declination of a reasonable offer under 5 CFR § 550.707(a), 
and no employee shall be disqualified from severance pay on that basis.  

2. An employee who elects an earlier separation date (must be after receiving their final decision 
letter) pursuant to Section 5(a) of this MOU retains full eligibility for severance pay. The election 
of a separation date shall not be construed as a voluntary separation for purposes of severance pay 
eligibility. 

3. Employees should meet with a benefits specialist concerning their eligibility for severance pay. 
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X. Union Access and Communications   

A. Union representatives will be allowed to maintain access to employees who remain on campus, facil-
ities, and CBA-granted resources for representational purposes.  

B. To the extent practicable, the Agency agrees to provide the Union with advance notice of any and all 
town halls,  all-hands sessions, or agency-wide communications to bargaining unit employees regard-
ing the reorganization, relocation, or individual duty station changes, with an opportunity for the Union 
to submit questions or responses before those communications are issued.  

C. The Agency will provide the Union with written notice of any new bargaining unit positions cre-
ated as a result of the relocation before the external recruitment period closes. 

D. The Union has the right to determine who represents any and all BUE who remain at BARC and 
USNA for representational functions. 

E. The Union may request Official Time for non-BARC/USNA employees to perform representational 
functions related to the BARC Reorganization.  

XI.  Grievance and Enforcement  

A. All provisions of this MOU constitute enforceable terms and conditions of employment. Any alleged 
violation of this MOU by the Agency shall be subject to the grievance and arbitration procedure set 
forth in the Parties’ existing CBA. Time limits for filing a grievance under the Parties’ existing CBA 
shall begin from the date the Union or the affected employee knew or reasonably should have known 
of the alleged violation.  

B. Nothing in this MOU waives or limits any right of the Union or any BUE under applicable law, in-
cluding rights under 5 U.S.C. Chapter 71, the Rehabilitation Act, or any other law governing federal 
employment.  

C. This MOU may not be modified, waived, or superseded except by a written agreement signed by the 
authorized representatives of both Parties. No verbal agreement, informal understanding, or past prac-
tice shall constitute a modification of this MOU.  

D. If any provision of this MOU is determined to be invalid or unenforceable under applicable law or 
regulation, that provision shall be severed, and the remaining provisions shall remain in full force and 
effect. Upon severance, the Parties agree to bargain in good faith over a lawful replacement provision.  

XII.  Effective Date and Duration  

A. This MOU becomes effective upon Agency Head Approval (AHA) and shall remain in ef-
fect through the resolution of all matters arising from the relocation of bargaining unit employ-
ees covered by this agreement, unless terminated earlier by mutual written agreement or extended by 
mutual written agreement of the Parties.  

B. Upon approval of this MOU, the Parties will provide a joint training session on the provi-
sions of this agreement which will be recorded for staff who are unavailable. The training will be 
conducted at a mutually agreed date and time.  

XIII.  Access and Security 
A. The Parties agree Management retains the right and responsibility to determine the internal security 

practices of the Agency during this reorganization process. To this end, Management will continue to 
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provide appropriate and adequate access to the campus, security and safety infrastructure and re-
sources to employees remaining at BARC until all USDA employees have vacated the campus. Man-
agement may require employees to move to alternative buildings on the BARC campus in accordance 
with appropriate laws, regulations, and the Parties’ existing CBA in order to provide adequate safety 
and security. 

XIV.  Decommissioning 

A. If assigned duties are substantially changed, Position Descriptions (PD) must be modified and properly 
classified to reflect the duties and tasks performed by Bargaining Unit Employees remaining at BARC.  

B. Employees affected by this relocation and are selected to remain at BARC for decommissioning are 
covered by all protections in the CBA and this MOU. 

C. Decommissioning employees will receive current, relevant, and timely training, access to required 
tools, equipment, technology, and safety resources necessary for their assigned duties.  

D. The Parties agree that it is essential for employees in a decommissioning status to properly perform 
the functions of their positions and the duties necessary for the safe and lawful shutting down of the 
BARC campus. The Parties will therefore bargain in good faith over the impact and implementation 
of any and all aspects of the decommissioning of BARC. If changes are made prior to the completion 
of pre-impact and implementation bargaining, the Parties will engage in post-impact and implementa-
tion bargaining in accordance with the Statute unless the Union does not submit a demand to bargain 
as per the Parties’ existing CBA. 

E. The Union will be provided electronically with any and all policies and procedures as it relates to the 
decommissioning of BARC within 10 calendar days of issuance. The Union may request Position 
Descriptions consistent with the Parties’ existing CBA.  

F. All impacted BUEs retain the right to request a desk audit consistent with Article 27, Section 3 of the 
CBA. 

 
 
 
  
For the Agency: 
 
________________________ 
 
Bryce R. Onnen 
 
Agency Chief Negotiator 
 
LMER Specialist, APHIS 
 
 
Date of Agreement: July 2, 2026 

 
For the Union: 
 
________________________ 
  
A. Teddi Mitchell 
 
Union Chief Negotiator 
 
Vice President, AFGE Local 3147 
 

 

BRYCE ONNEN
Digitally signed by BRYCE 
ONNEN 
Date: 2026.07.02 16:11:01 
-04'00'

ASHAKI 
MITCHELL

Digitally signed by ASHAKI 
MITCHELL 
Date: 2026.07.02 16:21:38 
-04'00'
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April 30, 2026

Ricardo Raynor
President
American Federation of State, County, and Municipal Employees (AFSCME) 
Council 20, Local 2846

Re: Article 30 Bargaining Notice — Office of Operations Reorganization

President Raynor -

This letter constitutes a formal bargaining notice under Article 30 of the Collective 
Bargaining Agreement between Department of Agriculture, Office of Operations 
and AFSCME, Council 20, Local 2846. This notice is transmitted to you in your 
capacity as the designated receiving official.

1. Description of Proposed Change. As part of a reorganization of the Office of 
Operations (OO), Management proposes to consolidate the Offices of Property 
and Environmental Management (OPEM) and OO into the Office of Leasing, 
Operations, and Property Management (OLOPM).  

As part of the reorganization, current OPEM and OO functions will remain 
within the National Capital Region (NCR) and not be relocated outside of the 
Washington, DC area.  USDA management will relocate program and policy 
personnel who hold positions that do not directly support the Whitten/South
Buildings Headquarters Complex or the Secretary of Agriculture to the George 
Washington Carver Center (GWCC), located in Beltsville, MD.

The affected population includes approximately 124 bargaining unit positions 
across OO business units.

2. Scope of Anticipated Negotiations.USDA management acknowledges the 
proposed office moves and reorganization may constitute a change in conditions 
of employment which may result in Impact and Implementation (I&I) 
bargaining. USDA management anticipates negotiations over:

�x Timeline and phasing of office moves.

�x Communication and notification process of bargaining unit employees.

3. Background and Rationale.OO is undertaking a reorganization to address 
longstanding challenges related to fragmented service delivery, inconsistent 

United States
Department of
Agriculture

Departmental 
Administration

Office of Operations

1400 Independence
Avenue SW
Washington, DC
20250
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business processes, and inefficiencies caused by distributed administrative structures.  
Therefore, OO seeks to ensure core support functions – leasing/operations/property 
management – are aligned to enterprise offices capable of providing consistent, accountable, 
and scalable service to Mission Areas and Agencies.  The reorganization will streamline 
business processes, reduce administrative burden, and improve accountability by centralizing 
decision-making authority within the unified office. 

4. Potential Impacts to Bargaining Unit Employees. USDA management identified the 
following potential impacts to bargaining unit employees: 

�x Changes to team structures. 

�x Changes to office space for employees. 

�x Changes to onsite parking access. 

5. Proposed Implementation Date.  USDA management’s target is to complete I&I 
negotiations and begin implementation Friday, May 22, 2026, with the office moves 
completed by Friday, June 26, 2026. 

6. Lead Negotiator and Contacts. Management’s lead negotiator for this matter is: 

Scott Davis  
Director 
Office of Operations 
Scott.Davis4@usda.gov 
(202) 720-4765 

 

I look forward to productive engagement with AFSCME on this matter. 

 

Sincerely, 

 

W. Scott Davis  
Director 
USDA 
Office of Operations 
Office of Property and Environmental Management 
 

Cc: 
D’Ann Clayton 
Craig Vanderpool 
Derrick Robinson, OO Local 2846 Vice-President 

WILLIE 
DAVIS

Digitally signed by 
WILLIE DAVIS 
Date: 2026.04.29 
16:11:14 -04'00'
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