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EMPLOYEE DISSATISFACTION AT THE FEDERAL TRADE COMMISSION:   

AN EMPIRICAL ANALYSIS OF SIZE AND SOURCE 

 

Abstract:  Recent press reports reveal that the Federal Trade Commission (“FTC”) has 

experienced a dramatic decline in employee engagement and satisfaction under Chair Lina 
Kahn, attributed largely to Chair Kahn’s mis-management and politicization of the once 

highly-respected agency.  The results from employee satisfaction surveys are troubling.  
Using the summary level satisfaction measures from a pair of surveys, the FTC fell from 

the highest-ranking federal agency in 2020 to the bottom quartile of agencies in 2021—the 

largest decline of all agencies in 2021, and nearly the largest decline in satisfaction across 
agencies in the past twelve years.  The surveys reveal the reduction in satisfaction is driven 

by a lack of respect for senior leadership due to a perceived lack of honesty and integrity 
among the agency’s senior leadership.  Small increases in satisfaction are observed for 

agency supervisors, suggesting supervisors are trying to shield FTC staff from the mis-

management by senior leadership. 

I. Background 

If one seeks to fundamentally change a federal agency, it is best to have the support of staff 
that will be responsible for implementing major reforms.  Federal Trade Commission (“FTC”) 
Chair Lina Kahn—a recent law school graduate (2017) with no private-sector work experience1—
clearly wants to reform her agency.2  Many practitioners and scholars of antitrust believe antitrust 

 

1  Background available at: https://www.ftc.gov/about-ftc/commissioners-staff/lina-m-khan.  

2  See, e.g., L.J. Spiwak, A Change in Direction for the Federal Trade Commission?, 22 FEDERALIST SOCIETY REVIEW 304 
(2021) (available at: https://fedsoc.org/commentary/publications/a-change-in-direction-for-the-federal-trade-
commission); L.J. Spiwak, Biting Off More Than It Can Chew?  Some Thoughts on The FTC’s Advance Notice of Proposed 

Rulemaking On “Commercial Surveillance and Data Security”, PHOENIX CENTER POLICY BULLETIN NO. 59 (September 2022) 
(available at: https://www.phoenix-center.org/PolicyBulletin/PCPB59Final.pdf). 
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enforcement needs reform, though views on how to proceed range from a few simple, plausible 
modifications to a complete, unwavering overhaul, with Chair Kahn solidly in the latter group.3   
Substantial changes in enforcement philosophy requires buy-in by FTC staff (in addition to 
courts), yet, as covered in several media outlets, the FTC experienced a dramatic decline in 
employee engagement and satisfaction under Chair Kahn.  This decline appears largely 
attributable to Chair Kahn’s aggression, mis-management and politicization of the once highly-
respected agency, with even self-described Democrats calling her “abusive” and a “tyrant.”4  As 
one article observes, the “agency’s plunge comes on the heels of Khan’s tumultuous first year in 
office, which has been blunted by partisan divisions, limited resources and an ever-expanding 
political agenda,”5 and former FTC staff worry that Chair Kahn’s “management inexperience may 
undermine the agency's credibility to enforce the law and to protect consumers.”6   

Among other management faux pas, Chair Khan instituted a speaking ban for all FTC 
employees (later rescinded after much blow-back)7; cut staff out of the loop in favor of relying on 
outside, unpaid “consultants”;8 eliminated a key report traditionally prepared by staff relating to 
the FTC’s rulemaking authority under Section 18 of the FTC Act by consolidating such 
responsibility in her own office;9 and, according to press interviews with current and recently 
departed staff, fostered a work environment which made staff “feel like they did not have [Chair 

 

3  See J.D. Wright, E. Dorsey, J. Klick, J.M. Rybnicek, Requiem for A Paradox: The Dubious Rise and Inevitable Fall of 
Hipster Antitrust, 51 ARIZONA STATE L.J. 293 (2019). 

4  T. Wayt and J. Kosman, FTC Faces Staff Exodus, Anger Over Biden-Appointed Big Tech Foe’s Leadership, NEW YORK 

POST (June 12, 2022) (available at: https://nypost.com/2022/06/12/ftc-faces-staff-exodus-anger-over-biden-
appointed-big-tech-foes-leadership).  

5  C. Zakrzewski, Sinking FTC Workplace Rankings Threaten Chair Lina Khan’s Agenda, WASHINGTON POST (July 13, 
2022) (available at: https://www.washingtonpost.com/technology/2022/07/13/ftc-lina-khan-rankings).  

6  C. Hutton, Former Staff Slam Khan-Led FTC as Breaching Norms and Undermining Credibility, WASHINGTON 

EXAMINER ( September 20, 2022)  (available at: https://www.washingtonexaminer.com/policy/technology/former-

ftc-staff-slam-khan-agency).  

7  L. Nylen and B.W. Swan, FTC Staffers Told to Back Out of Public Appearances, POLITICO (June 6, 2021) (available 

at: https://www.politico.com/news/2021/07/06/ftc-staffers-public-appearances-498386).  

8  L. Nylen, FTC Under Khan Faulted by Watchdog on Hiring Unpaid Experts, BLOOMBERG (August 3, 2022) 

(https://www.bloomberg.com/news/articles/2022-08-03/ftc-under-khan-faulted-by-watchdog-on-hiring-unpaid-
experts). 

9  Revisions to Rules of Practice, Federal Trade Commission, FINAL RULE, 86 FED REG. 38542 (July 22, 2021). 
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Khan’s] trust and respect.”10  As a result, the FTC has seen an exodus of career staff during Chair 
Khan’s short tenure, depriving the Commission of valuable institutional knowledge.11   

Even among staffers that agree with the need for reform, there are problems.  As one FTC 
staffer put it,  

I want stronger enforcement.  I think we’ve let too much stuff go in the past. But 
the way to fix that is not to ruin an agency; it’s to build an agency up.  It’s not 
driving out the most experienced members of our team and browbeating everyone 
into submission where everybody just hides and waits.12   

Another former staffer with 27 years at the agency suggests the problem is that the Biden 
Administration put Chair Kahn “in this position of running an important federal agency when 
she has zero experience doing this kind of thing.”13  The FTC’s response to this decline in staff 
morale is discomforting, both for the reform of the agency’s enforcement tasks and the well-being 
of agency staff.  In a one sentence statement, the Commission sheepishly noted that it was 

 

10  T. Wayt and J. Kosman, FTC Faces Staff Exodus, Anger Over Biden-Appointed Big Tech Foe’s Leadership, NEW YORK 

POST (June 12, 2022) (available at: https://nypost.com/2022/06/12/ftc-faces-staff-exodus-anger-over-biden-

appointed-big-tech-foes-leadership).  Interestingly, immediately upon taking office, President Joe Biden gave a stern 
and unequivocal speech to people working in his Administration: “If you’re ever working with me and I hear you treat 
another colleague with disrespect, talk down to someone, I promise you I will fire you on the spot.  On the spot.  No 
ifs or buts.”  S. Chen, Biden to Staffers: “I Will Fire You On The Spot” For Disrespecting Others, AXIOS (January 20, 2021) 
(available at: https://www.axios.com/2021/01/21/biden-fire-staffers-disrespecting-others).   

11  It should be noted that it is not just professional staff who are making a run for the exits.  Respected economist 

Dr. Carl Shapiro—an advocate of antitrust reform—abruptly quit as the Commission’s lead expert witness in its suit 
against Facebook, apparently upset over Chair Lina Khan’s aggressive and non-sensical approach to antitrust 
enforcement.  L. Nylen, FTC’s Economics Witness Out, In New Blow To Court Fight With Facebook, POLITICO (July 30, 2021) 
(https://www.politico.com/news/2021/07/30/facebook-antitrust-suit-carl-shapiro-501825) ; B. Love, A Real Disquiet:  
FTC Staff Attorneys are Job Hunting, NATIONAL LAW JOURNAL (July 13, 2021) (available at: 

https://www.law.com/nationallawjournal/2021/07/13/a-real-disquiet-ftc-staff-attorneys-are-job-
hunting/?slreturn=20220830144910). 

12  M. Swift, K. Murphy, M. Acton, Under Khan’s Leadership, Staffers Air Frustrations in Wake of Survey, mLEX (June 
2022) (available at: https://mlexmarketinsight.com/news-hub/editors-picks/area-of-expertise/antitrust/under-
khans-leadership-staffers-air-frustrations-in-wake-of-survey).  

13  Wayt and Kosman, supra n 10.  It should be noted that the Biden Administration never formally nominated 
Ms. Khan to be Chair of the FTC; the Administration only nominated Ms. Khan to be a commissioner.  It was only 
immediately after Ms. Khan received her Senate vote that the White House announced that she would be Chair.   See 

Editorial Board:  An Antitrust Bait and Switch, WALL STREET JOURNAL (June 16, 2021) (available at: 
https://www.wsj.com/articles/an-antitrust-bait-and-switch-11623883196).  
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“aware” of the problem and that it is “working with staff to better understand what is going on 
and what we can do to improve.”14   

A great deal of understanding regarding the agency’s troubles is available from surveys of 
FTC staff regarding work satisfaction.  Each year, the Office of Personnel Management (“OPM”) 
conducts a Federal Employee Viewpoint (“FEV”) survey among federal agencies.  Using the FEV 
data, among other data sources, the Partnership for Public Service and the Boston Consulting 
Group also report results on employee engagement and satisfaction for federal government 
agencies.15  This Best Places to Work in the Federal Government Rankings survey (“Best Places Survey”) 
intends to “measure employee engagement and satisfaction government-wide as well as at 
individual departments, agencies and subcomponents,” with the express purpose of providing 
“a means of holding federal leaders accountable for the health of their organizations, shining the 
spotlight on agencies that are successfully engaging employees as well as on those that are falling 
short.”16  The FEV survey provides a more detailed view of satisfaction by providing Likert-scale 
response rates for many questions covering a variety of work-life characteristics.   

Thus far, the analysis of these surveys has been somewhat cursory.  In this PERSPECTIVE, I look 
closer at the data to assess the rarity of—and sources of—the decline in employee satisfaction.   
The results are troubling.  Using the summary level satisfaction measures from the Best Places 
Survey, the FTC fell from the highest-ranking federal agency in 2020 to the bottom quartile of 
agencies in 2021.  The decline represents the largest decline of all agencies in 2021, and nearly the 
largest decline in the past twelve years.  The substantial decay is staff morale is excpetional.  
Moreover, data from the Best Places and FEV surveys clearly indicate the reduction in satisfaction 
is driven by a lack of confidence in senior leadership, as the satisfaction scores measuring other 
dimensions are relatively stable if not increasing.  The more detailed results from the FEV survey 
reveal the largest decline in satisfaction by FTC staff reflects a perceived lack of honesty and 
integrity among the agency’s senior leadership, leading to a lack of respect for senior leadership.  
Small increases in satisfaction are observed for agency supervisors, suggesting supervisors are 
trying to shield FTC staff from the mis-management by senior leadership. 

II. Data 

Data on employee satisfaction are obtained from two sources.   First, survey results from the 
Partnership for Public Service and the Boston Consulting Group spans years 2010 through 2021.  
These results are summary measures of several questions based on proprietary weighting 

 

14  ANNUAL PERFORMANCE REPORT FOR FISCAL YEAR 2021 AND ANNUAL PERFORMANCE PLAN FOR FISCAL YEARS 2022 

TO 2023, Federal Trade Commission (August 2022) at p. 38 (available at: 
https://www.ftc.gov/system/files/ftc_gov/pdf/21apr_22-23app.pdf).  

15  Data and descriptions available at:  https://www.bestplacestowork.org.  

16  Id. 
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formula, with portions of the data coming from the FEV survey.  There are three summary 
satisfaction measures of interest here.  First, there is the overall Effective Leadership score (Total 
Score), which “measures the extent to which employees believe leadership at all levels of the 
organization generates motivation and commitment, encourages integrity and manages people 
fairly, while also promoting the professional development, creativity and empowerment of 
employees.”  Second, there is the Effective Leadership: Senior Leaders score (Senior Leaders Score), 
which “measures the level of respect employees have for senior leaders, satisfaction with the 
amount of information provided by management and perceptions about senior leaders’ honesty, 
integrity and ability to motivate employees.”  Third, there is the Effective Leadership: Supervisors 
score (Supervisor Score), which “measures employee opinions about their immediate 
supervisor’s job performance, how well supervisors give employees the opportunity to 
demonstrate leadership skills and the extent to which employees feel supervisors support 
employee development and provide worthwhile feedback about job performance.”  The Effective 
Leadership score is a combination of the Senior Leadership and Supervisor scores.  From these data, 
a balanced panel of these scores is obtained for 56 federal agencies (of 70 total, excluding agency 
subcomponents).  Sample exclusions are due to missing data.17   

Data are also obtained from the FEV’s survey of employee satisfaction for years 2020 and 
2021.18  Matching questions across years, the change in the response rates for 31 questions is 
evaluated across 38 federal agencies.  For each of these questions, the Likert responses are 
grouped in five categories, though there are four different groupings: (1) strongly agree, agree, 
neither agree nor disagree, disagree, and strongly disagree; (2) very good, good, fair, poor, and 
very poor; (3) very satisfied, satisfied, neither satisfied nor dissatisfied, dissatisfied, and very 
dissatisfied; and (4) always, most of the time, sometimes, rarely, and never.  For expositional 
purposes, I report the results using the terminology from the first group (strongly agree, agree, 
neither agree nor disagree, disagree, and strongly disagree) since all responses are ordered from 
favorable to less favorable.  The data include response rates for each Likert response, so a question 
may have 40% of respondents saying they “strongly agree” with the inquiry, 20% saying the 
“agree”, and so forth.  My analysis of the FEV data looks at changes in these values.  If the 
response rate was 40% in 2020 and 30% in 2021, then the change is -10 percentage points.   

III. Analysis of the Best Places Survey 

As noted above, media reports on these surveys indicate that the FTC experienced a sizable 
decline in employee satisfaction in 2021.  Table 1 summarizes the three scores for the FTC and the 
mean of other agencies over a twelve-year sample period (2010-2021).  Between 2020 and 2021, 

 

17  Of the included agencies, 14 are labeled “large-sized” agencies; 21 are labeled “medium-sized” agencies 
(including the FTC); and the balance of 21 agencies are “small-sized” agencies. 

18  Data available at: https://www.opm.gov/fevs/reports/data-reports.  
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the FTC’s Total satisfaction score fell 24.2 points (a 27% decline), which while large, pales in 
comparison to the 32.6 percentage point decline in satisfaction with Senior Leadership (a 39% 
decline).  Supervisor satisfaction rose by 3.8 percentage point (a 4.4% increase).  These declines 
do not reflect a broad decline in satisfaction at other agencies.  For other agencies in the sample, 
the Total score fell by 0.76 points, the Senior Leadership score rose by 3.2 points, and the 
Supervisor score rose by 2.1 percentage points.  On average, therefore, satisfaction is steady for 
these other agencies.  Across the sample period, mean changes for non-FTC agencies are 0.43 for 
the Total score, 1.08 for the Senior Leadership score, and 1.58 for the Supervisor score.   

  Table 1.  Satisfaction Scores Across Federal Agencies 

 Federal Trade Commission  Other Federal Agencies 

Year Total 

Senior 

Leaders Supervisor 

 

Total 

Senior 

Leaders Supervisor 

2010 76.9 65.3 73.2  66.1 50.3 66.1 
2011 74.3 67.0 71.0  64.6 50.7 65.9 
2012 74.3 65.3 69.6  62.4 48.9 65.6 

2013 73.8 66.2 72.0  61.3 48.8 65.9 
2014 73.7 66.0 72.3  60.8 47.1 66.2 
2015 77.6 70.2 73.3  63.1 49.5 68.0 
2016 78.3 74.1 76.6  64.8 51.4 69.2 
2017 81.4 68.9 81.4  66.8 52.3 71.2 

2018 84.0 70.1 82.0  65.4 50.4 71.3 
2019 82.4 73.3 82.5  64.6 49.3 71.9 
2020 89.1 84.3 87.2  71.6 59.0 81.5 

2021 64.9 51.7 91.0  70.8 62.2 83.5 

        

First, consider the changes between 2020 and 2021.  The FTC’s decline in Total satisfaction 
was largest decline of the 56 agencies, and by a long shot:  the second largest decline in satisfaction 
was 14.4 points, which is well below the FTC’s decline of 24.2 points.  Also, the FTC had the 
largest decline in Senior Leadership scores by far, with the next largest decline of -17.4, which is 
nearly half the -32.6 decline for the FTC.  There is a serious and widespread problem with 
employee satisfaction at the agency.  Changes in the Supervisor scores are generally consistent 
with, though slightly larger than, the changes at other federal agencies.  Across the entire 2010-
2021 period for all 56 agencies, the decline in the FTC’s Total score was the third largest across.  
As for the Senior Leadership score, only one agency saw a larger decline over the twelve-year 
period.  The change for Supervisors is slightly above the mean (3.8 vs. 1.6).   

Table 2 provides the rank of the FTC among the 56 agencies in the sample.  For most years, 
the FTC ranked high across the three measures, and for 2020 the FTC ranked first in satisfaction 
for the Total and Senior Leader scores, and 8th for the Supervisor score.  Changes in rank across 
years are typically small, until 2021.  For the Total score, the FTC fell from 1st to 41st, a forty 
position drop in rank.  The rank of the Senior Leadership score fell from 1st in 2020 to 46th in 2021, 
a very large drop in satisfaction.  At the same time, the Supervisor score increased from 8th in 2020 
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to 3rd in 2021, reflecting perhaps staff’s reliance on supervisors to shield them from their 
dissatisfaction with senior leadership.  

 

Table 2.  FTC Rank (of 56 Agencies) 

Administration Year Total 
Senior 

Leaders Supervisor 

Obama 2010 5 4 8 
 2011 7 4 9 

 2012 5 4 9 
 2013 5 5 6 
 2014 6 5 11 
 2015 5 4 11 
 2016 8 2 7 

Trump 2017 3 5 3 
 2018 3 4 4 
 2019 3 1 4 
 2020 1 1 8 

Biden 2021 41 46 3 

     

Figure 1 illustrates then trend in FTC rank for Senior Leadership and Supervisors among the 
56 agencies; the sharp decline in satisfaction with senior leadership is apparent.  Satisfaction rank 
at the FTC for Senior Leaders rose slightly during the Trump Administration, rising from a mean 
rank of 4.0 to 2.75.  By the end of the Trump Administration (2019 and 2020), the FTC Senior 
Leadership rank was 1st among these 58 agencies.  Supervisor scores also rose slightly during the 
Trump years, from a mean of about 9th position during the Obama Administration to about 5th 
during the Trump Administration.  In the first year of the Biden Administration, the Senior 
Leadership rank fell to 46th position, a precipitous decline for the top-rated agency in the prior 
years. 
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It is possible, of course, that the FTC’s decline in employee satisfaction rank reflects rising 
satisfaction at other agencies, or its scores are comparable to changes in the satisfaction of other 
agencies.  The data reject that possibility.  In Table 3, the means differences between the FTC and 
other agencies are provided for 2016-2020 (five years) and for 2021.  Given some small samples 
in some cases and because the shares may not be normally distributed (they sum to unity), 
statistical tests are based on exact probabilities from the (non-parametric) Mann-Whitley U Test.19   
Before 2021, the FTC scores are above the mean and often substantially so.  The FTC’s Total score 
fell by 18.1 percentage points, while the score rose for other agencies by 4.2 percentage points.  
The FTC’s Total score was 16.3 percentage points above other agencies in the five-year before 
2021, a statistically significant difference. 20  In 2021, however, the FTC’s score was 5.9 percentage 
points below the mean; the FTC went from exceptional to about average.  The Senior Leadership 

 

19   H.B. Mann and D.R. Whitney, On a Test of Whether one of Two Random Variables is Stochastically Larger than the 
Other, 18 ANNALS OF MATHEMATICAL STATISTICS 50–60 (1947).  Monte Carlo analysis for 50 observations indicates that 
with share data the nominal rejection rate using the exact p-value essentially equals the alpha level.  With 30 

observations, which is relevant for the FEV survey, the rejection rate is 6.8%, which is slightly below the alpha level of 
10%.  The rejection rate for a 10-percentage point effect size on a single observation (for either sample size) is about 
20%.  Thus, the test has somewhat low power.  In contrast, a standard t-test performs poorly when only one-observation 
is treated.   

20  Due to small samples for the FTC (including one observation for the 2021 period), statistical significance is 
based on a means-different t-test with the null hypothesis of mean of the non-FTC agencies equal to the FTC mean.  

For the Difference-in-Differences model, the pre-2021 and 2021 means differences are computed and tested in the same 
manner. 

Figure 1.  FTC Trend in Rank 
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score experienced a more dramatic decline, being 21.6 percentage points above the mean prior to 
2021 to 10.5 percentage points below the mean in 2021, a decline of 22.4 percentage points.  For 
Supervisors, the FTC’s score was above average prior to 2021 and the score rose in 2021, but so 
did the mean for other agencies.  Still, the FTC’s Supervisor score was above the mean and 
changed relatively little relative to the mean of other agencies, but the increase in the Supervisor 
score was below average. 

 Table 3.  Satisfaction Score Changes 

Year 

Other 

Agencies FTC Difference 

Total   
     2016-20 66.6 83.0 16.4* 
     2021 70.8 64.9 -5.90 

     Difference  4.20 -18.1 -22.3* 

Senior Leaders   
     2016-20 52.5 74.1 21.6* 

     2021 62.2 51.7 -10.5 

     Difference 9.70 -22.4 -32.1* 

Supervisors   
     2016-20 73.0 81.9 8.90* 

     2021 83.5 91.0 7.50 

     Difference 10.5 9.10 -1.50 
Stat Sig (exact).  * 10% .   

    

Table 3 provides the Difference-in-Differences (“DiD”) estimator, which adjusts the change in 
the FTC scores for changes in the scores of other agencies.  The DiD estimator suggests satisfaction 
has declined by more than the simple changes alone.  For the Total score, other government 
agencies saw a 4.2-point increase in 2021 from the prior five years, while the FTC saw a decline 
of 18.1 points.  The DiD estimator is -22.3 points, a statistically significant change.  For Senior 
Leadership, other agencies saw an increase in the mean score of 9.7 points while the FTC score 
declined by 22.4 points, for a DiD estimator of -32.1 percentage points, also statistically significant.  
The Supervisor score for the FTC, though higher in 2021, did not increase by as much as the other 
agencies (a DiD estimate of -1.5 percentage points).    

Applying the method of Synthetic Difference-in-Differences, which constructs a 
counterfactual from the other agencies that best fits the 2010-2020 data for the FTC, the DiD 
estimators are -22.0 for the Total score, -36.8 for the Senior Leaders score, and -0.5 for the 
Supervisor score.21  The Total and Senior Leadership scores are statistically different from zero at 

 

21  D. Arkhangelsky, S. Athey, D.A. Hirshberg, G.W. Imbens, and S. Wager, Synthetic Difference-in-Differences, 111 
AMERICAN ECONOMIC REVIEW 4088-4118 (2021).  
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better than the 1% level, and the synthetic counterfactual indicates an even larger decline in Senior 
Leadership satisfaction by the FTC than does the simple average.   

IV. Analysis of the FEV Survey 

The Best Places Survey provides summary measures of employee satisfaction, and these 
measures are based, in part, on FEV’s survey.  The FEV data provide responses to a multitude of 
questions spanning a range of issues and thus provide a more detailed assessment of why FTC 
employees are dissatisfied.  Using data from 2020 and 2021, I construct a balanced panel of 38 
agencies and 31 questions.  Changes in scores and DiD analysis is performed to quantify the 
change in FTC satisfaction relative to other federal agencies.  The tables are quite large, so they 
are relegated to the Appendix.  Appendix Table A1 presents the change in FTC scores between 
2020 and 2021.  Table A2 provides the DiD estimates of those changes.  Table A3 provides the 
rank of the FTC scores for favorable (strongly agree plus agree) and unfavorable views (disagree 
plus strongly disagree).  A Severity Index (bounded between -1 and 1) is computed from the rank 
changes, where an index value of -1 indicates a change from 1st to 38th in favorable views and 38th 
to 1st in unfavorable views (and vice versa for an index value of 1).22  All tables are sorted by effect 
size for the “strongly agree” response for Table A1.   Statistical tests are based again on exact 
probabilities from the (non-parametric) Mann-Whitley U Test.  

The FEV data confirm that satisfaction declines at the FTC are rooted in defects in senior 
leadership.  The largest declines in employee satisfaction are for the questions:  

 My organization’s senior leaders maintain high standards of honesty and integrity; 

 I have a high level of respect for my organization’s senior leaders.   

FTC Staff has lost “respect” for its senior leadership due to a lack of “honesty and integrity.”  In 
2020, the FTC ranked first in the favorably view of the honesty and integrity of senior leaders and 
last in an unfavorable view (see Table A3).  In a stark reversal, in 2021 the FTC ranked 35th of 38 
agencies for favorable views of honesty and integrity and first in an unfavorable view.  As for 
respect for senior leaders, the FTC ranked first in favorable and last in unfavorable views in 2020, 
and last in favorable and first in unfavorable views in 2021.   The Severity Index for both questions 
are at or near -1 and both statistically significant, indicating the rank of the FTC on these questions 
has gone from best to worst among the agencies in the sample.   

 

22  The Severity Index equals the sum of rank changes divided by 74 (the maximum change), where the changes 
are calculated as the change between 2020 and 2021 for “agree” and between 2021 and 2020 for “disagree.”   
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Senior leadership problems appear to be affecting staff morale, as the fourth and fifth largest 
declines are for the questions:  

 In my organization, senior leaders generate high levels of motivation and 
commitment in the workforce; 

 My agency is successful at accomplishing its mission,   

with both having a Severity Index near -1.  Staff also appears confused as their role, as evident in 
the large declines in the responses to and the Severity Indexes for the questions:  

 Managers communicate the goals of the organization;  

 I know how my work relates to the agency's goals.  

The largest improvement in satisfaction is for the question:  

 I have trust and confidence in my supervisor.   

Other supervisor-related questions also have positive changes in satisfaction.  It appears that 
supervisors are offsetting, to some extent, the declines in respect for senior leadership. 

V. Conclusion 

Reforming antitrust in the U.S. has support among many practitioners and scholars, though 
how to do so ranges from measured to absurd.  Any reform effort is bound, of course, by what 
reviewing courts will embrace.  At the FTC, current Chair Lina Kahn seeks radical, partisan 
reforms largely disconnected from accepted practice and antitrust scholarship, and her legacy 
will likely be one of failure.  Recognizing this, employee dissatisfaction is in senior leadership at 
the agency has become a serious problem, as staff views senior leadership as bullies and many of 
the sought-after changes as largely politically motivated with little chance of moving the ball.  

 The Commission’s leadership has indicated it is searching for a solution to rising employee 
dissatisfaction, but it appears that the agency’s leadership is the problem.  Absent a change in 
senior leadership, or a shift of its leadership to more sensible reforms, it is hard to imagine how 
staff satisfaction, morale, and effectiveness can be improved at the FTC.  A lack of respect for 
senior leadership, especially when rooted in a perceived lack of honesty and integrity by senior 
leadership, is hard to restore.  The FTC is an important federal agency, employing over 1,000 
persons, with a broad mandate to protect consumers.  While the agency historically has received 
a high degree of respect arising from its non-partisan agenda, this is no longer the case.    
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Table A1.  FTC Response Rate Changes for Specific Questions 

Question 
Strongly 

Agree Agree Neutral Disagree 
Strongly 
Disagree 

My organization's senior leaders maintain high standards of honesty and integrity. -30.2* -3.4 8.9* 9.4* 15.3* 

I have a high level of respect for my organization's senior leaders. -25.1* -9.6* 5.5* 13.3* 15.9* 

I recommend my organization as a good place to work. -24.7* 2 6.1* 10.3* 6.2* 

In my organization, senior leaders generate high levels of motivation and commitment in the workforce. -24.6* -14.1* 1.2 14.5* 22.9* 

My agency is successful at accomplishing its mission. -24.3* 4 9.0* 5.9* 5.5* 

Senior leaders demonstrate support for Work-Life programs. -24.3* 4.9 9.7* 5.4* 4.3 

Managers communicate the goals of the organization. -18.7* -4.8 4.9* 8.0* 10.6* 

I know how my work relates to the agency's goals. -18.2* 0.8 2.7* 8.1* 6.7* 

Employees are recognized for providing high quality products and services. -13.2* -5.8 4.6* 8.5* 5.8* 

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor? -12.1* -4.8* 5.5* 4.8* 6.8* 

I know what is expected of me on the job. -11.8* -4.2* 2.6 6.6* 6.7* 

My workload is reasonable. -11.1* -4.2 0.6 6.0* 8.6* 

I believe the results of this survey will be used to make my agency a better place to work. -9.7* -8.7* 1.6 9.1* 7.6* 

My talents are used well in the workplace. -9.5* -0.2 0.3 4.1* 5.5* 

I can disclose a suspected violation of any law, rule or regulation without fear of reprisal. -9.4* -1.5 3.4* 4.3* 3.3* 

Managers promote communication among different work units. -9.0* -2.5 0.5 5.7* 5.3* 

My work gives me a feeling of personal accomplishment. -8.4* -2.2 1.1 4.9* 4.7* 

I feel encouraged to come up with new and better ways of doing things. -6.0* -7.2* 2 7.6* 3.6* 

Employees are protected from health and safety hazards on the job. -4.8* 1.9* 2.8 -0.4 0.6 

I am given a real opportunity to improve my skills in my organization. -4.4* -4.7 5.0* 2.5* 1.5 

My work unit has the job-relevant knowledge and skills necessary to accomplish organizational goals. -2.6 -0.6 0.8 1.4 1 

My supervisor supports my need to balance work and other life issues. 0.1 0.6 -0.7 0.2 -0.2 

In my work unit, differences in performance are recognized in a meaningful way. 1.4 1.6 -1.4 -3.1 1.5 

Supervisors in my work unit support employee development. 2.3 0 -0.2 -1.5 -0.5 

In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 2.6 0.7 -5.8* 1.8* 0.7 

My supervisor treats me with respect. 4.3 -2.2 -1.2 -0.9 0 

My supervisor listens to what I have to say. 5 -3.2 -0.8 -1.2 0.2 

Overall, how good a job do you feel is being done by your immediate supervisor? 5.4 -2.1 -2.6 -0.5 -0.2 

The people I work with cooperate to get the job done. 5.4 -5.3 -0.6 -0.2 0.7 

My supervisor is committed to a workforce representative of all segments of society. 6.1 -2.4 -2.9 -0.4 -0.2 

I have trust and confidence in my supervisor. 7.7* -4.5 -1.6 -0.8 -0.8 

Stat Sig.(exact)  * 10.6% .      
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Table A2.  FTC Response Rate Changes for Specific Questions, Difference-in-Differences 

Question 
Strongly 

Agree Agree Neutral Disagree 
Strongly 
Disagree 

My organization's senior leaders maintain high standards of honesty and integrity. -34.5* -4.9 10.5* 11.1* 17.7* 

I have a high level of respect for my organization's senior leaders. -28.9* -9.6* 6.3* 14.5* 17.7* 

My agency is successful at accomplishing its mission. -27.0* 4.6 6.5* 10.0* 5.7* 

In my organization, senior leaders generate high levels of motivation and commitment in the workforce. -27.1* -14.7* 1.9 15.3* 24.5* 

I recommend my organization as a good place to work. -28.0* 6 9.5* 6.4* 6.3* 

Senior leaders demonstrate support for Work-Life programs. -26.4* 6.6 10.7* 5.0* 4.1 

Managers communicate the goals of the organization. -21.4* -2 5.3* 7.7* 10.5* 

I know how my work relates to the agency's goals. -19.8* 2.4 2.6* 8.0* 6.9* 

Employees are recognized for providing high quality products and services. -17.0* -2.2 4.9* 8.7* 5.5* 

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor? -14.0* -3.6* 6.1* 4.9* 6.8* 

I can disclose a suspected violation of any law, rule or regulation without fear of reprisal. -12.4* -3.0* 2.2 6.4* 6.7* 

I know what is expected of me on the job. -11.4* -0.5 0.6 4.7* 6.5* 

I believe the results of this survey will be used to make my agency a better place to work. -12.1* -7.5* 2.9 9.6* 7.0* 

My workload is reasonable. -10.6* 1.3 0.3 4.1* 5.1* 

Managers promote communication among different work units. -13.8* -1.1 4.5* 5.7* 4.7* 

My talents are used well in the workplace. -11.1* -0.8 1 5.7* 5.3* 

Employees are protected from health and safety hazards on the job. -9.0* -0.5 1 4.5* 4.2* 

My work gives me a feeling of personal accomplishment. -7.3* -5.4* 2.5 7.3* 3.0* 

I feel encouraged to come up with new and better ways of doing things. -9.9* 6.9* 2.3 0.3 0.6 

I am given a real opportunity to improve my skills in my organization. -5.9* -3.1 5.4* 2.3* 1.2 

My work unit has the job-relevant knowledge and skills necessary to accomplish organizational goals. -3.2 0.8 0.5 1.2 0.8 

My supervisor supports my need to balance work and other life issues. -2.6 3.3 -0.4 0.1 -0.5 

Supervisors in my work unit support employee development. -0.1 2.6 -1.1 -2.8 1.3 

In my work unit, differences in performance are recognized in a meaningful way. -1.2 3.1 0.2 -1.4 -0.6 

My supervisor treats me with respect. 1.4 1.5 -5.9* 2.5* 0.5 

My supervisor is committed to a workforce representative of all segments of society. 0.6 0.7 -0.6 -0.8 0.1 

My supervisor listens to what I have to say. 1.3 -0.2 -0.3 -1.1 0.4 

In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 2.6 -0.3 -1.8 -0.4 0 

Overall, how good a job do you feel is being done by your immediate supervisor? 3.5 -3.7 -0.3 -0.2 0.7 

The people I work with cooperate to get the job done. 1.3 0.7 -1.6 -0.1 0 

I have trust and confidence in my supervisor. 3.9* -2 -0.8 -0.6 -0.5 

Stat Sig.(exact)  * 10.6% .      
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Table A3.  FTC Rank of Agree and Disagree Scores between 2020 and 2021 (38 Agencies) 

 2020 2021  

Question 
Rank 
Agree 

Rank 
Disagree 

Rank 
Agree 

Rank 
Disagree 

Severity 
Index† 

My organization's senior leaders maintain high standards of honesty and integrity. 1 38 35 1 -0.96* 

I have a high level of respect for my organization's senior leaders. 1 38 38 1 -1.00* 

I recommend my organization as a good place to work. 1 38 23 4 -0.76* 

In my organization, senior leaders generate high levels of motivation and commitment in the workforce. 1 38 37 1 -0.99* 

My agency is successful at accomplishing its mission. 3 36 35 2 -0.89* 

Senior leaders demonstrate support for Work-Life programs. 1 37 15 17 -0.46* 

Managers communicate the goals of the organization. 1 37 28 3 -0.82* 

I know how my work relates to the agency's goals. 2 38 38 1 -0.99* 

Employees are recognized for providing high quality products and services. 1 38 21 9 -0.66* 

Overall, how good a job do you feel is being done by the manager directly above your immediate supervisor? 1 37 24 5 -0.74* 

I know what is expected of me on the job. 1 38 38 1 -1.00* 

My workload is reasonable. 2 37 16 14 -0.50* 

I believe the results of this survey will be used to make my agency a better place to work. 1 38 6 18 -0.34* 

My talents are used well in the workplace. 1 38 6 19 -0.32* 

I can disclose a suspected violation of any law, rule or regulation without fear of reprisal. 1 38 7 23 -0.28 

Managers promote communication among different work units. 1 38 10 16 -0.42* 

My work gives me a feeling of personal accomplishment. 1 38 15 10 -0.57* 

I feel encouraged to come up with new and better ways of doing things. 1 38 12 12 -0.50* 

Employees are protected from health and safety hazards on the job. 1 37 1 36 -0.01 

I am given a real opportunity to improve my skills in my organization. 1 37 5 34 -0.09 

My work unit has the job-relevant knowledge and skills necessary to accomplish organizational goals. 1 38 1 35 -0.04 

My supervisor supports my need to balance work and other life issues. 6 28 5 30 0.04 

In my work unit, differences in performance are recognized in a meaningful way. 2 37 1 37 0.01 

Supervisors in my work unit support employee development. 6 31 4 35 0.08 

In my work unit, steps are taken to deal with a poor performer who cannot or will not improve. 8 36 4 34 0.03 

My supervisor treats me with respect. 4 34 2 37 0.07 

My supervisor listens to what I have to say. 4 31 2 35 0.08 

Overall, how good a job do you feel is being done by your immediate supervisor? 4 33 2 36 0.07 

The people I work with cooperate to get the job done. 2 37 1 38 0.03 

My supervisor is committed to a workforce representative of all segments of society. 6 34 3 35 0.05 

I have trust and confidence in my supervisor. 3 34 1 38 0.08 
† Severity Index equals the sum of the rank changes divided by 74 (the maximum change).  A value of -1 indicates a shift from best to worst in both categories, while a value of 1 
indicates a shift from worst to best in both categories. 
Stat Sig.(exact)  * 10.6% .  

      

 


