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Summary of Issues


Thank you for participating in a successful national Labor Management Relations Meeting (LMR), held April 23 – 24, 2008.  In particular, thank you for providing financial assistance for the participation of local presidents, in addition to the Executive Board.  


As in the past, we have prepared a summary of issues raised at the 2008 LMR.  Much of this is a recitation of information exchanged during the meeting.  However, where further action is necessary, I have highlighted the matter.  This summary is organized with the priority issues set forth below, and the remainder of the issues set forth in attachments and organized by program area.  Two areas remain incomplete—Public Housing and ODDEO—and we will provide summaries as soon as possible.  

Priority Issues

1. FLSA Settlement

As we always start with kudos, the Union is pleased that the FLSA arbitration has been settled.  Although the case has been settled, the Union does not agree with all the steps Management has taken in order to implement the requirements of the FLSA.  The Union feels that it is critical to work with Management to develop a process for implementation of the FLSA that is agreeable to both parties, and that furthers the mission of the agency.  

2. Disciplinary Action and Government Credit Cards

The issue of disciplinary action in connection with the use of government credit cards was a priority issue raised at last year's LMR.  Since then, the Union has continued to try to work with Management to resolve the instances of alleged misuse, but Management has been closed to the idea of compromise.  Some cases have been grieved and, without resolution, a case in Denver was presented to an arbitrator.  The arbitrator found that HUD erred in its issuance of disciplinary action against an employee for alleged misuse of a government credit card.  HUD will pay hundreds of thousands of dollars for this loss, which could have been avoided if Management had agreed to work with the Local Union.  

3. Management Accountability

The Union indicated that there exists a problem with supervisors and managers being held accountable.  It is often difficult to work with supervisors and managers to resolve issues.  Supervisors and managers are reluctant to work through issues to find a mutually agreeable solution.  If an issue is escalated through the grievance and arbitration process, particularly if the employee is found to be in the right, supervisors and managers are not held responsible for their conduct.  

The Deputy Secretary stated that training has been a major focus this year, particularly with new supervisors and managers.  The Deputy Secretary understood that the Union is looking for more training, and agreed to look into developing refresher training for current management.  The Deputy Secretary agreed that supervisors and managers could benefit from "soft skills" training and how to work better with employees.  The Deputy Secretary also agreed to determine the best way to encourage supervisors and managers to work towards resolving issues.  

4. Deborah Rizzo and the Employee Work/Life Office

Deborah Rizzo's functions are critical to employees.  Ms. Rizzo is responsible for both the reasonable accommodation process and telework.  Both items are essential resources for employees, and serve as recruitment and retention tools for the agency.  The Union feels that more staff should be allocated to support the process.  The Deputy Secretary agreed that Ms. Rizzo did an excellent and vital job and will look into finding more resources for Ms. Rizzo's office.   

5. Upward Mobility

The Union wanted to relay to the Deputy Secretary that the Upward Mobility Program was a key element for retention of employees, which is critical since HUD is currently restricted in its ability to hire.  The Union advocated that the program should be promoted as much as possible.  

6. 360 Review

The Union finds value in the idea of a 360 review as a tool to improve the skills of management.  The PACS evaluation system for supervisors and managers includes an element and standards regarding interaction with subordinate staff.  Thus the issue is ripe to include employee input on the performance of management.  

The Deputy Secretary indicated that the idea sounded more simplistic than would be its implementation.  Management expressed concern that this kind of input would simply take too long.  The process is already criticized for being too slow.  

7. LMR Follow-up

The exchange of ideas that results from an LMR is critical to the smoother function of HUD.  There needs to be a process to follow up on issues discussed with each program area.  The Union would like the Deputy Secretary to support the development of a process to resolve issues discussed at each LMR.    

Office of Administration

A1.     WebTA

During negotiations, Administration recognized that there is a glitch in the new time and attendance reporting system when credit hours are earned and used during the same pay period.  They have agreed to address the issue in two ways:  (1) advise supervisors the credit hours can be earned and used in the same pay period; and (2) ensure that the contractors repair the problem at the next upgrade.  Thank you.

Since the LMR, the Union has been advised that the time table for implementation of WebTA has been pushed back.  More than half of HUD employees will be learning and implementing WebTA during the last six (6) weeks of the fiscal year.  This will adversely impact the accomplishment of program goals.  The Union is seeking postponement of implementation of WebTA for these program areas until FY’09.  

A2.      Fair Labor Standards Act (FLSA)

The Union does not agree with all elements of the policy that HUD has implemented in regards to comp time (CT) and overtime (OT).  This issue required additional time than allowed during a LMR presentation.  The Union indicated that they would specifically like to address voluntary CT and the use, by management, of coercive tactics to require employees to work uncompensated hours beyond their normal workday.  Management declined to agree to further discussions by the parties on this matter.  We are disappointed with Management’s position.  

Regarding implementation of the FLSA settlement, the Union will ask each area about their current FLSA policies.  As it pertained to Administration, the Union asked the following four questions:  (1) Does Administration have a set-aside budget for Overtime?; (2) What is the process to request compensatory or overtime, either by a supervisor or an employee?; and (3) What adjustments have been made to workloads to ensure that there is only forty (40) hours of work assigned each week?  Administration indicated that there was a little flexibility in the budget for CT and OT.  Administration has delegated the approval of CT and OT to the local level and managers must manage CT and OT requests.  No adjustments have been made to the workload, but Management asserted that employees are only required to work forty (40) hours a week in order to perform HUD duties.  

A3.     ePerformance

Employees have not received their mid-year reviews in a timely fashion, which raises concerns that final ratings will not be done within the proscribed time frame.  The Union wanted to ensure that there is a vehicle by which Administration, or the area managers, can track when the reviews have been provided.  Administration stated that ePerformance does create reports that show when mid-year and final ratings have been issued.  Administration also stated that they were tracking the timeliness of mid-year and final ratings.

The Union also asked that supervisors be reminded that mid-year reviews are an appropriate time to review the performance standards to ensure that they are SMART.  This is particularly applicable because program areas felt they did not have enough time to work with the elements and standards due to implementation deadlines.  Administration agreed to remind managers.  Please provide when, and by what means, such notification was, or will be, issued.  

Finally, the Union is aware that not all employees are receiving a "sit-down" with their supervisors during the mid-year review, which is a critical part of the success of ePerformance.  Administration agreed to remind Management that the face-to-face meetings with staff about performance are critical.  Please provide when, and by what means, such notification was, or will be, issued.  

A4.     Administration Goals in the Fourth Quarter

It is difficult for the program areas to implement Administration's goals in the last quarter of the fiscal year.  An obvious conflict exists between achieving the areas' goals and finding time for Administrations' goals.  The Union asked that Administration work to avoid the rollout of Administration's programs during the fourth quarter and Administration agreed.  Specifically, WebTA was discussed and Administration stated that the rollout was planned for May 2008.  However, the Union has learned that WebTA's anticipated rollout is scheduled for the fourth quarter, to be completed by the end of FY '08.  The Union asks that WebTA's rollout be postponed until the first quarter of FY '09.

A5.     Reasonable Accommodations

The reasonable accommodation process at HUD is flawed.  Although the Union has a good impression of Debbie Rizzo, she is in charge of too many tasks.  Since Ms. Rizzo is always busy, she does is unable to process reasonable accommodation requests in a timely manner.  Employees are being asked to perform under conditions where they are not able to perform at their best.  Some employees are electing to separate from the government, rather than be subjected to the reasonable accommodation process at HUD.  As employees leave, their positions are not often backfilled.  

Administration, particularly Assistant Secretary Nelson, is not convinced that the problem with the reasonable accommodation problem lies within Administration.  AS Nelson stated that often frontline supervisors are unsure of what to do with requests for a reasonable accommodation.  AS Nelson is in favor of a more centralized reasonable accommodation process.  

The Union maintains that unless more staff is added to Ms. Rizzo's team, a more centralized process for requesting a reasonable accommodation process will only result in more delays.  

A6.     Worker's Compensation

HUD has difficulty when responding to workplace injuries.  Supervisors are unsure of how to submit a claim.  There is a desperate need for supervisors to be trained in how to handle a worker's compensation claim at HUD.  

Assistant Secretary Nelson stated that HUD received a reward for having met all of the health and safety goals.  In addition, HUD does not process worker's compensation claims, which are processed at the Department of Labor.  

The Union questioned the validity of the study as the results are only as good as the information that supervisors enter.  Perry Casper indicated that the Department of Labor's website showed that HUD was struggling with health and safety issues.  Nonetheless, ensuring that supervisors are aware of the process and able to access the information when needed would help, especially since the requests are handled by an outside agency.

A7.     Employee Relations


As mentioned in past LMR meetings, the reputation of LR/ER in the field is in need of repair.  “Employee Relations” is being lost, and LR/ER appears to serve only the managers rather than employees or the collective bargaining agreement.  The Union presented Steven Blodget as an example.  Mr. Blodget was a clerk in the Seattle office who is a disabled Vietnam veteran.  HR failed to properly process Mr. Blodgett’s health benefits, and he grieved the matter.  Although the grievance was successful, the process was so dispiriting, that he chose to retire.  After Mr. Blodget retired, it was discovered that his OPF was missing.  Since Mr. Blodget has separated from HUD, he is no longer receiving his paycheck, but because his OPF cannot be located, he is not eligible to receive his benefits.  As a result, Mr. Blodget is losing his home.  The Union tried desperately to protect his interests, but to no avail because of the service received by LR/ER.  The Union filed a grievance and a Request for Information revealed that four (4) OPFs of the fifty-four (54) Portland employees are missing.  (If that rate held across HUD, 637 employees would have missing OPFs.)
Assistant Secretary Nelson addressed the OPF issue and stated that HUD is currently undertaking the task of reviewing all OPF files to make sure that all files are complete.  Once the file is complete, OPFs are being sent to OPM to be scanned.  The electronic files are then again checked for accuracy.  The Union asked what constituted a complete file.  AS Nelson stated that there is not a "checklist" per se, but that a complete file is determined by OPM.  Carlos Osegueda is detailed to oversee the conversion of files.  

Ms. Mendelsohn addressed the issue of relations between LR/ER in the field and understood that improvements were necessary.  She intends to work on the relationship between LR/ER and the Union in the field.  Ms. Mendelsohn believes that the role of LR/ER is to advise and recommend which requires a balance between the interests of the employees with the goals of HUD.  Both sides should be careful to deal exclusively with fact, rather than innuendo and conjecture.  The facts should be the same on both sides if they are truly facts.

The Union sincerely hopes that LR/ER in the field will be reminded that they should not be making decisions for management and that the goals should be the best interest of HUD, not the individual manager.  The Union also looks forward to hearing what methods will be implemented to repair the relationships in the field.  

A8.     Sick Leave

It has been over a year since a new CFR was issued regarding changes in the federal sick leave policy; however HUD has yet to implement the changes.  Administration stated that a staff bulletin has been prepared and 

submitted for approval.  Once approved, it will be issued HUD-wide.  Administration also agreed that Article V notice would be given if the changes have an impact on the current collective bargaining agreement.  

Since the LMR, Management has issued a staff bulletin making changes to the agency’s sick leave policy.  The Union has submitted a demand to bargain, as the agency’s changes do not fully implement the new CFR.

A9.     CyberFeds

The current contract has expired and the Union relies on the information that can be obtained via CyberFeds.  Administration stated that they are working to negotiate a new contract.

Since the LMR, we have been contacted by LERD advising that a new contract is imminent.  

A10.    Space

The Union is unsure of the methods being used to utilize space at HUD.  Some employees are being moved out of offices that remain empty and instead, receiving new cubicles with new furniture instead.  The current process does not appear to keep costs down.  In addition, the Union is having difficulty in obtaining proposed floor plans of HUD space, particularly in Philadelphia.  Administration stated that they are in agreement and if the Union had any suggestions on working with HUD space, it would be happy to listen.  

A11.   Staffing Administration Positions in the Field

Employees are concerned about staffing Administration in the field.  Field Employees have difficulty obtaining administrative services in offices without administrative staff onsite.  Administration is watching their ceiling and trying to fill critical vacancies. 

A12.   Handbooks

Since the last LMR, Management agreed to allow the Union to review and comment on handbooks that are to be issued to staff.  The purpose was to allow for changes to be made before the final draft.  Particularly, the Union is interested in participating in the process so that comments could be made on the front end.  The Union has participated in one call and no follow-up since.  The Union wants to become an active voice before the issuance of employee handbooks.  

Since the LMR, the Union has received two proposed Handbooks for comment.

A13.   ITAPs

ITAPs were not negotiated because Management argues that ITAPs are a function of management.  ITAPs are the responsibility of the supervisor, yet supervisors are not following the guidance on the process to create the plan.  As a result, employees are having to draft their own plans, or asked to sign plans that they did not review and did not participate in the creation of the plan.  If ITAPs are the responsibility of the employees, it must be negotiated.  Supervisors and employees both need to participate in order to create a plan that actually provides training and growth.

Telework (Telework Coordinators)

T1.     First meeting:

The Union thanked the Telework Coordinators for agreeing to meet during the LMR.  This provides us with an opportunity to learn more about the administration of the telework program at HUD.

Each program area has its own telework coordinator.  Telework is coordinated from the Employee Work/Life Office, which is headed by Debbie Rizzo, who has the primary responsibility of telework.  Ms. Rizzo's office collects data that must be reported to OPM.  

Telework coordination remains a collateral duty and constitutes only a small part of the coordinators' duties.  The telework coordinators’ duties in connection with the telework policy are largely ministerial, primarily involving the collection of all the required information for processing a telework agreement.  By and large, the telework coordinator does not make the decision whether or not to grant a telework request.     

Ms. Rizzo indicated that HUD does have a central telework policy, but that the terms of the telework agreement are generally implemented at the local level.  The Union explained that because only the paperwork requirements are standardized at the headquarters level, there are a lot of inconsistencies in the field with regards to the terms for telework.  The Union has been notified that some terms of the telework agreement violated the collective bargaining agreement.  For example, employees are being asked to notify their supervisor when the employee's workday begins, each day while on telework.  HUD employees no longer "punch in/punch out."  Some employees have to inform their supervisor when they take lunch and breaks.  

The Union asked:  Is there a standard way for employees to report into their supervisor?  Is there a standard policy on how many times an employee needs to report into their supervisor?  Is there a standard policy on the number of times that employees have to report into their supervisor?  Ms. Rizzo stated that there were no centralized polices that addressed these issues, which are meant to be decided on the local level.  The supervisor and employee need to balance the terms of the telework agreement with the needs of that particular office.  

The Union asserted a problem exists because field office supervisors see the ministerial review of the telework as a seal of approval, but headquarters has only approved the paperwork requirement, not that the terms are appropriate.  Ms. Rizzo stated that she understood what the Union was trying to say and was willing to work with the Union to resolve issues with telework that arise.

T2.    Suspension of Telework

The Union inquired about the process for suspending a telework policy.  Ms. Rizzo acknowledged that there are no other requirements than those stated in the Supplement.  Ms. Rizzo advised that suspensions of telework agreements can only be for a business purpose, and those purposes are to be reviewed by LR/ER.  Managers must give the rationale for the suspension, and suspension should only be temporary.

T3.     Reporting Requirements to the Union

If requested, telework agreements are to be given to the Union.  It has been difficult to acquire these agreements from supervisors and/or managers.  Please remind management staff that if the Union makes a request for a bargaining unit employee's telework agreement, they must comply.  In addition, the Union asked to receive the annual reports submitted to OPM and management agreed to provide a copy to the Union when sent to OPM.  

T4.      Laptops

The issuance of laptops remains a problem for telework participants.  Ms. Rizzo referred the Union to IT, since her area does not process or approve requests for laptops.

T5.      Phone Cards

The Union informed Management that employees are having difficulty securing phone cards for business calls while on telework.  The Union has found that many supervisors do not know how to request a phone card.  Although Ms. Rizzo's office does not handle phone cards, she does believe that they should be available.  An employee can request a phone card for telework, but may also request reimbursement for calls made at home.

T6.      CPD Offices with No Telework

The Union was stunned to find that there were several offices in CPD where there are no employees on the telework program:  Arkansas, Oklahoma, Texas, Nebraska and Puerto Rico.  Linda Grant stated she would look into those offices with no telework.  There is no policy issued by headquarters that states an office can not participate in the telework program.  Ms. Grant stated that CPD would do a better job of marketing the program to its management staff.   

Office of the Chief Financial Officer  

CFO 1.  Introduction by Office of the Chief Financial Officer (CFO)

CFO stated that the FY '09 budget has been in process for eighteen (18) months and hope to have an increase in staffing levels.  The program areas have had difficulty with the lack of flexibility in working between budget allocations.  Currently, Congressional approval is required when the agency seeks to transfer more than 5% between funds.  For FY'09, the CFO has tried to increase flexibility by combining program area S&E budgets into the general operations fund.

CFO 2.  FLSA

The FLSA settlement was not funded by the FY '08 budget.  CFO has an estimate on a prorated share for each Assistant Secretariat, but can't confirm a figure until the claims are in for each program area.  Right now, HUD is only funded for 8600 employees, but CFO is confident that HUD will be able to absorb the cost.  The FLSA settlement can only come from the personnel compensation fund, and will not affect staffing allocations or travel funds.    

CFO 3.  FedTraveler

The Union expressed concern with FedTraveler.  The system has not been user-friendly, with the most difficulty in the most recent upgrade.  In addition, the travel system was rolled out in the last part of FY '07, which made learning the system and travel difficult at the busiest time of the year.

Management stated that OPM mandated the implementation of a new travel system.  FedTraveler was the most recommended amongst four (4) programs from which HUD had to choose.  CFO agreed that it is not very user friendly, particularly if used by an employee infrequently.  The current contract with EDS does not provide for adequate "help desk" support, but the travel manager out of Fort Worth is available to answer questions.  CFO and Administration are looking into developing a "super-user" program in each office as a central point of contact for  FedTraveler.  The Union expressed concern for "super-users" from the program areas who may get overwhelmed with FedTraveler questions and lose time to complete their assigned duties.  

The Union also drew attention to a number of issues that should be addressed during the next upgrade.  FedTraveler does not have a "copy through" function, so employees have to input all information for each day, rather than allow copying for each day of travel.  The system does not allow for a combination with leisure travel, which is proscribed in the Supplement.  

CFO 4.  FHA and the 2009 Budget

The CFO has run some rough numbers which indicate how FHA modernization may affect the FY '09 budget, but nothing has been confirmed since the bill has not been finalized and passed.  

CFO 5.  Credit Cards

The Union asked how an employee could travel if they have not been issued a government credit card.  CFO stated that such an instance would be rare, but that all employees should have a card.  FedTraveler does not allow a traveler to use their personal credit cards.  
CFO 6.  Background Checks for HUD Contractors

Management was unsure of how much it costs to run background checks on the contractors it works with, but will research and report on the cost.   

Office of Housing 

Kudos:

The Union expressed appreciation for the Office extending the Officer Next Door Program to Bureau of Prison corrections officers.  
Housing Operations

H1.     Staffing and Succession Planning

The Union inquired into staffing in Housing.  The Office of Housing Operations (Housing) oversees staffing.  A plan was submitted to HUD after assessing each office's critical needs.  There are eight (8) business areas within the Office of Housing.  The model used to asses staffing took into consideration environment, workloads and attrition rate.  Housing submitted a request for 377 positions, 277 of which have already been posted, with 53 vacancies filled.  Housing agreed to provide the Union with the list of the vacancies requested.  

The Union requested information on the staffing of intern and upward mobility positions.  The Union advocates vigorously for “up-mob” positions.  Housing will hire interns, and although Housing did not request any upward mobility positions, it is an option for the Deputy Assistant Secretary for staffing. 

The Union asserted that, in practice, Housing's hiring practice has given the appearance that those eligible for retirement are not able to benefit from promotion opportunities.  Housing vehemently denied that those eligible for retirement have been overlooked for promotions or for participation in the Leadership Development Program.  

H2.     Grade Parity

The classification of Debt Servicing Representatives in Albany continues to be an issue.  These positions still peak at a GS-11, while the rest of the positions in the country go up to a GS-12.  Housing stated that they looked into the issue and that HR Classification deemed the Debt Servicing Reps as GS-11 because they deal primarily with consumer debt, while other positions process commercial debt.  The Union added that the Representatives perform work that the contractors perform and that Housing should look to assign these types of duties to qualify the positions for a GS-12.  Housing agreed that they would research the assignment of duties to have the position reclassified at a higher level.
H3.     FLSA

The Union asked if the Office of Housing allocated a specific budget for OT and CT requests.  Management stated that all requests for OT or CT are being reviewed for approval, and at this time there is money available.  Approval of OT and CT has been delegated to each deputy assistant secretary, who may have delegated to other levels.  

The Union asked if Housing has made any adjustments to the workload to ensure employees only have forty (40) hours of work a week.  Housing stated adjustments have not been made, but that management staff works to make sure employees do not work beyond their regular workday.  

Housing was unsure of exactly how much it would be liable for under the FLSA, but has estimated that 2.8 million would have to come out of their S&E budget.  The Union stated that employees are being told there is no money for awards or travel because of the FLSA settlement.  Housing agreed that the FLSA is not a reason for delays in awards in travel and that its management staff should not blame the FLSA for a lack of funds.  

H4.     ePerformance

The Union indicated that Housing had difficulty implementing ePerformance.  Housing acknowledged that it was unable to follow all mandates due to the amount of time it had to rollout the new SMART elements and standards as well as learn the ePerformance program.  It is currently reviewing the standards and hopes to make significant improvements.  The Union was pleased to hear Housing would be reviewing the standards and the Union also looks forward to seeing the improvements.  

H5.     Awards

The Union also indicated that time off awards are critical where the program area can not give a monetary reward.  Management advised that managers have full flexibility to provide time-off awards, and agreed that time-off awards are important in this environment.  They agreed to remind their management staff that time-off awards do not impact the budget and should be used to reward performance. 

H6.     Grievance Process

The Union has experienced difficulty navigating the LR/ER process in HQ Housing.  The role of Ted Ford is confusing and the Union is concerned that the decision maker, as proscribed by the collective bargaining agreement, is not the one making grievance decisions.  Housing indicated that Ted Ford was assigned to coordinate employee relations issues in headquarters, and primarily handles process related matters. 

H7.     Impact of FHA single family insurance business on S&E budget

The Union expressed concern that problems in FHA single family (SF) business can affect HUD’s S&E budget.  The Union is also concerned about proposals for FHA to take over substantial portions of the sub-prime lending defaults.  Management advised that SF business is increasing.  They further advised that FHA conducts an annual audit, has taken long term steps to ensure the solvency of the FHA fund, and does not see a major crisis or any changes in staffing levels.  The staffing plan seeks almost 400 employees across Housing.  Further, the law requires a 2% reserve, and HUD keeps a 6% reserve.

H8.     Program Travel

Too often, employees are left to travel at the end of the fiscal year, which causes problems with successfully completing goals for the year.  Housing stated budgetary issues can make travel tricky.  Once a budget is approved it takes a while to get travel money to the field.  Housing tries to plan for the time, but until a budget is passed, Housing operates with minimal dollars.  

H9.     Account Executives
The Union did not have time to ask questions about the role of the new Account Executives, including for whom they work, their duties, and if they will take work away from current positions.  Housing Operations offered to provide the information outside of the LMR.
Single Family 

H10.   Staffing 

When a Single Family (SF) employee retires, that FTE is given to the Home Ownership Center (HOC).  This limits the presence of SF in local offices.  Management stated that they intend to transfer the FTE to the HOC.  Due to the location neutral nature of the work, it can be performed at any office and SF intends to transfer all of the work to the HOCs. 

Management also stated that they have recently reviewed and canceled contracts with outside contractors and returned the work to the staff.  In response to this, and the FHA Modernization bill, SF intends to hire 140 additional employees to the HOCs.   

H11.    ePerformance

As a result of the new Account Executive positions and the Claims Without Conveyance of Title, additional duties have been assigned to employees, but are not reflected in their performance plan.  The Union is concerned that employees are having to choose between the duties proscribed in their performance plans with the new duties assigned and are unsure of the consequences as reflected in their final rating.   Management stated that the duties should be reflected in the performance plan and agreed to review and incorporate the duties in employees' performance plans.  The Union looks forward to reviewing the changes.  

H12.    Right Now

There have been numerous problems, particularly customer service, with the implementation of the Right Now contract.  Because clients are not receiving good customer service from the contractor, they are calling HUD directly.  The staff is no longer given the tools to assist clients and is forced to refer them back to the contractor, which obviously presents a problem.  Management stated that they were forced by GSA to negotiate a new contract.  The calls have exceeded the contract, with an estimated 90,000 calls per day.  Management is working to correct the problem.  The Union hopes that staff (and the Union) will be notified on how and when the problem will be addressed.  

Multi-Family 

H13.   Staffing

Housing is in the middle of staffing 377 staff positions.  The Union inquired into Multi-Family’s (MF’s) participation and how many positions will be announced.  MF stated that they had already posted a number of positions during the second quarter of FY’08 and have filled forty-nine (49) positions.  An additional seventy-nine (79) positions will be posted in the third and fourth quarters.  MF has been unable to hire as fast as its attrition rate.  MF intends to announce a total of 198 positions.  MF is currently developing their succession plan.  MF denied that those eligible for retirement are excluded from promotions and from the Leadership Development Program. 

H14.   Workloads

The Union noted that there are discrepancies in workload distribution throughout MF.  The Union has observed that some offices with smaller portfolios are hiring staff while other offices with larger workloads are not being staffed.  MF family stated that it has not done a study to determine staff/workload ratios, but attempts to take an office’s workload into consideration when determining critical vacancies.  
H15.   Position Descriptions

An issue raised last year continues to be a problem.  MF acknowledged the need to review the position descriptions for Project Managers in asset management and asset development.  MF stated that they were reviewing the position descriptions and creating a library.  MF will make sure that supervisors are aware of the changes. 

H16.   Grade Parity

The Union stated that the Construction Analysts’ position continues to be classified at a GS-12 and asked if there was a plan to train the analysts to qualify them for a GS-13.  MF stated that the position has been classified at a GS-12 level and unless the complexity of the job changes, there is no plan to have the position reclassified.  MF family agreed to look at the classification again if the functions of the job change.  

Office of the Chief Information Officer

Kudos:  

The Union advised that the Multi-function Device (MFD) negotiations in Region 6 were cooperative, with CIO assistance.  We further thanked CIO for assistance with the installation of QuickBooks for Union Locals. 

CIO 1.  HUD Mobile

The Union noted that employees can have access to HUD Mobile, but contractors access the network via VPN.  The Union asked what the difference was between the systems and why the discrepancy.  The Office of the Chief Information Officer (CIO) stated that there were no benefits to VPN over HUD Mobile.  Employees of HUD use HUD Mobile because they are on HUD laptops and VPN access requires additional software.  HUD Mobile operates on a licensing basis and HUD owns two-hundred and fifty (250) licenses, which means 250 employees can access HUD Mobile at a time.  CIO also stated that not all employees have access to HUD Mobile, only those that telework or travel.

The Union indicated that the desktop when using HUD Mobile is different than when connected to the network and it is a difficult system to use.  For example, the system times out and information is lost.  This is a particular problem with Outlook.  CIO stated that the IG mandated that the system time out after a period.   If there are consistent problems, the CIO will work with the Union on the issues that have been discovered.  

CIO 2.  Supplement 33

Outdated equipment is not being given to teleworkers, which violates the “excess equipment” clause in violation of Supplement 33.  CIO responded by stating that not all hardware qualifies as excess.  After a component has been replaced, the license for the software is canceled.  Without the operating system, the components are not usable.  The Union asked that the CIO look into maintaining some of the licenses so that teleworkers can use the equipment.

CIO 3.  Reasonable Accommodations

Some employees have needed large screen monitors as a reasonable accommodation, but have had problems acquiring the equipment.  CIO stated that large screen monitors have to be ordered, which can take some time. Once the reasonable accommodation is approved, it should only take a matter of weeks to get the equipment.  If it takes longer, the request is not with OCIO.

CIO 4.  2008 Refresh

The Union inquired into the items set for refresh in 2008.  CIO stated that all of the Fujitsu’s would be refreshed by the end of July.  Beginning in July, 4500 desktops would be refreshed.  The desktops may take a few months and there are not enough new desktops to replace them all.  The equipment is refreshed, starting with the oldest models.  

The Union asked if what the process is for determining who will receive a refresh when not all computers eligible for refresh can be done at the same time.  CIO stated that the Regional Director makes the determination of which models to replace.  The Union pointed out that local bargaining should occur to determine which models to replace at the local level.  CIO stated that there is a lot of modernization in progress and many things may need to be bargained.  For example, HUD will soon implement Office 2007, a new version of Internet Explorer and substantial changes to the desktop.
The Union also inquired about the timing of equipment refresh, set for the last month of the fiscal year.  CIO advised that the HITS contract provides that refresh cannot take place until August.  The Union requested that future equipment refresh be delayed until October.  CIO agreed to delay future equipment refresh until the beginning of the fiscal year.
Since the LMR, the parties have held successful negotiations in Denver regarding implementation of Office 2007 nationwide.
CIO 5.  Access From Other Offices 

Employees have a problem connecting to the network from other offices.  CIO said that each docking station has a lock that an employee can have unlocked by calling HITS.  The Union stated that it can take a number of days to get a docking station functioning.  CIO stated that docking stations should be available in minutes.  If that is not happening, CIO should be made aware of the problem. 

CIO 6.  Pilot for Printers/Copiers

As leases expire for copiers, they are being replaced by multifunctional devices.  CIO is testing the implementation of the multifunctional devices through a pilot program in Forth Worth.  Once implementation is set for an office, notice will be given to the Local Union to bargain for items such as placement of the devices.  CIO will share the list setting forth lease expiration dates of copiers.  

CIO 7.  HVU

The Union informed CIO that there continues to be problems with HVU.  The system is not easily accessed;  help desk calls are not always responded to;  and the system “times out.”  CIO acknowledged that there are problems with HVU.

CIO 8.  Supplement 52

The Union is concerned that pursuant to Supplement 52, reviews of the work to contracted-out are not being conducted to determine if CIO employees can complete the work.  CIO denied that work being contracted-out could be done by current employees.
CIO 9.  Flash Drives

The Union inquired into the process for requesting flash drives for Union representatives.  At the very least, the negotiating teams need them to perform.  CIO advised that they are available, and the Union should inquire of LERD.
Office of Field Policy and Management

FPM 1.  Staffing

The Union asked representatives from the Office of Field Policy and Management (FPM) about current staffing levels.  FPM stated that since 2007, FPM has had to reduce its staff by thirty six (36).  To date, FPM has been able to reduce staff with thirteen (13) voluntary assignments to positions outside of FPM, and two (2) involuntary reassignments to positions outside of FPM.  FPM has also been able to fill critical vacancies with one (1) voluntary reassignment and one involuntary reassignment.   At the end of the April, FPM will have three-hundred-ninety-four (394) employees.  Currently, there are three (3) critical vacancies to fill, but FPM does not have the funding for the positions, so the initiative to fill critical vacancies is on hold.

The Union also inquired into how the transfer process worked.  Employees from FPM have submitted applications for positions elsewhere and have not heard from HR again.  FPM advised that the list of open positions is sent to FPM employees.  Those employees that are interested submit an application for the position to HR.  If the employee is qualified, the application is sent to the program area that advertised the position.  If the program area is interested, HR and Angela Wilmer are notified.  FPM has received positive feedback from the areas who accepted FPM employees, despite rumors that the FPM employees are seen in a negative light.  

FPM 2.  Reception Desk / Customer Service Representatives Positions

The Union continues to advocate for the replacement of customer service representatives to staff the reception desk.  Since many of the offices have not had reception desk coverage, it is clear that lack of coverage is of concern.  FPM stated that they needed to complete the directed reassignments before they could look at the customer service representatives.  FPM does understand that the position is important.

FPM 3.  Role of the RD/FOD in the Labor Relations Function

The Union indicated that offices are having trouble with the RD/FOD performing in an LR function.  When the RD/FOD is a deciding official, some are looking to LR/ER to be the deciding official.  FPM stated that the RD/FOD could look to LR/ER for process or to determine what determination may be controlling in a similar situation, but understands that the RD/FOD ultimately makes the decision of the issue.  FPM will make sure its managers are familiar with the role of decision maker in the grievance process.

FPM 4.  Office Closures

There is a lack of consistency in notifying employees of office closures.  Particularly, teleworkers are not being informed of their office's closure.  Even if the teleworker is required to continue working, it is imperative employees are made aware when their office has closed.  

FPM 5.  Delegation of Authority

The Union expressed concern over delegations of authority during an RD/FOD’s absence.  FPM stated that designee is up to the RD/FOD, provided that the employee left acting is a senior level official.  No bargaining unit employees should be left acting.  ft there are incidents where a bargaining unit employee is left acting, it should be brought to the attention of headquarters.

FPM 6.  Reorganization

Although FPM is looking at staffing across the country, currently there are no plans for a restructuring or reorganization of FPM.

The Office of Community Planning and Development

Kudos:

Appreciate DAS Bregon’s accessibility (including the personal touch demonstrated by his Happy Birthday/Feliz Cumpleanos messages), the prompt resolution of issues in the Denver CPD office, and the establishment of the CPD Office in Houston.  
CPD 1.  Expansion to Full Service Offices 

The Office of Community Planning and Development (CPD) was given kudos for the expansion of the Houston Office into a full-service CPD office.  Nonetheless, the Manchester Office CPD division still has not become a full service office.  CPD stated that Houston's client base was large enough to justify a full service office, while Manchester continues to be adequately serviced by the Boston Office.   

CPD 2.  Staffing and Succession Planning

The Union stated that CPD's hiring practices showed a propensity towards models other than that of merit staffing, which is a concern.  CPD responded by stating that forty (40) positions will be advertised over the next four months, all of which will be merit staffed.  CPD is working hard to bring on more staff on a competitive basis.  

CPD 3.  Telework

Employees in CPD have had difficulty participating in the telework program and it appears that telework is even being discouraged in several CPD offices.  In addition, the Union learned during this LMR that nine CPD offices do not have any employees participating in telework.  CPD stated that not all positions are ripe for telework, but if appropriate for the job functions, CPD supports the program.  When approving telework agreements, CPD wants to ensure that every applicant is treated the same and that all employees have an opportunity to participate, even if that means rotating employees on telework.  CPD does not accept that an employee can make arrangements to their personal life on the expectation of telework.

The Union responded by advocating for the telework program and that it is a great opportunity to complete projects without the constant interruption sometimes experienced while in the office.  CPD agreed to look into the seven (7) offices where there are no telework participants.  

CPD 4.  Reasonable Accommodations

The Union indicated that CPD employees experience a significant delay in the processing of reasonable accommodation requests.  CPD acknowledged that all requests are collected by headquarters for review.  The Union stated that forwarding the request to headquarters was an unnecessary delay.  The onsite supervisor is the person with the most knowledge about the request and should be the person to compile the required documentation.  

CPD 5.  Awards

CPD consistently has problems with distribution of performance ratings and subsequent performance ratings.  CPD stated that they turn around ratings and authorize performance awards within twenty-four (24) hours, so the delay is not with CPD headquarters.

CPD 6.  FLSA

CPD estimated it was responsible for $800,000.00 in the FLSA settlement, which it anticipated would not be a problem.  There is no designated money for OT, but money is available for OT from the personal compensation fund.   OT requests are forwarded to headquarters for approval, but unsure of whether CT requests required headquarters approval.  CPD is still becoming familiar with FLSA requirements and has asked to be briefed by Administration.    

CPD 7.  Disaster Relief Positions

The Union inquired into the status of the disaster relief positions and if Article V notice would be issued.  CPD stated the nature of the duties indicated that they were not in the bargaining unit and therefore Article V was not required.  The positions are located in Jackson, Ft. Worth, San Francisco, New York City and Chicago, but if there are issues to be negotiated, it should be done on a headquarters level.  CPD did not anticipate any new disaster relief positions.  

CPD 8.  SLA

As CPD was the first office to test the Service Level Agreement (SLA) with Administration, the Union asked as to the success of the program.  CPD was please with most functions, but was unhappy with the level of human resources support.  All but the HR function was renewed under the SLA.  

Office of the General Counsel

Kudos:

The Union gave several compliments to Region VI, including thanks for assistance with a hardship transfer, the hiring of a “welfare-to-work” employee who was eventually promoted to a GS-11, and quick responses to ethics questions.  The Union also expressed appreciation for the selection of a strong Deputy Regional Counsel in Region X.

OGC 1.  FLSA

The Office of the General Counsel (OGC) anticipates $600,000.00 for FLSA.  Generally, there is no money for OT, except when engaged in litigation.  OGC is currently reviewing their process for approving OT and CT as there is an S&E budget shortfall this year.  OGC hopes to transfer dollars from the travel budget into the S&E budget, but under the new rules from Congress, there is a cap on how much money can be transferred from one allocation to another.  OGC does not anticipate a furlough to deal with the shortfall, but may have to delay hiring.  OGC has worked to adjust workloads to anticipate a forty (40) hour work week and has shifted workloads amongst the regions.  OGC invited the Union to provide input.

OGC 2.  Grade Parity

There exists inequity in the grades of attorney-advisors in the field as compared to the regional office and headquarters.  Although the complexity of the work is the same, field attorneys are capped at a GS-13 while attorneys at the regional and headquarters level enjoy a higher grade.  OGC stated that the classification of the positions is tricky due to the nature of the work.  An assignment that seemed basic can progress into a complex issue.  

The Union asked OGC to revisit the grade structure.  OGC stated that they were unable to do so this year because of the shortfall, but would look at issues on a case-by-case basis.  OGC also agreed to be sensitive to grade when assigning work.  

OGC 3.  Training for Paralegals

The Union indicated that paralegals are having difficulty receiving training, which has prevented paralegals from achieving their career ladder or from progressing to higher graded positions.  It appears that other positions are receiving training at the expense of the progression of the paralegals.  OGC stated that budget is a big problem in providing training to all OGC staff.  The Union rebutted by stating that there are a number of training and meetings for Chief Counsels and Regional Counsels, which would indicate budget was not an issue.  OGC stated that all positions are limited and that if there are specific examples, provide them and they will be researched.  

OGC 4.  ePerformance

The Union was notified by employees that OGC did not alter elements and standards to reflect the work done at the local level.  Local managers stated that they were not given authority to alter the goals.  OGC stated that they conducted extensive research and developed teams to draft the elements and standards.  Furthermore, managers were told that standards could be altered to reflect the employees’ actual duties.  If elements were changed, managers did not have to get approval from headquarters for the changes.  OGC wanted their managers to report on the changes only so they could distribute nation-wide so that others could make use of the changes.  OGC agreed to remind management staff that the standards could be changed to reflect each employee’s actual duties.

OGC 5.  Removal from the Bargaining Unit

OGC has arbitrarily removed attorneys from the bargaining unit, reasoning that the attorneys are assigned personnel or ethics work.  However, the attorneys are not actually assigned those functions.  OGC said that if there are examples, bring them to the attention of headquarters.  Attorneys should not be removed unless appropriate.    

OGC 6.  Ethics Decisions

The Union noted that OGC’s rulings on ethics questions are inconsistent across the country.  In addition, OGC is overly cautious and often answers “no,” which deprives employees of opportunities.  OGC said to bring specific problems to headquarters’ attention.  

The Office of Fair Housing and Equal Opportunity
Kudos:  

The Union expressed appreciation for FHEO’s implementation of telework.  Generally, supervisors have been willing to approve telework agreements with positive terms.

FH1.  ePerformance

Managers and supervisors were unwilling to alter the standards in the performance plans to ensure that the standards were SMART and that they were applicable to the work each employee actually performed.  The Office of Fair Housing and Equal Opportunity (FHEO) stated that there is flexibility in the standards to achieve the goals.  FHEO is currently drafting new standards to focus on goals in completing the investigations of “aged” and “baby” cases.  FHEO is working to issue the standards before July 1, 2008, which is the deadline a standard must be implemented in order to rate an employee during the current rating cycle.    

The Union pointed out that standards which focus on the “100 day deadline” results in an improper standard because so many elements of an investigation are out of the control of the employee.  The focus needs to be on the steps an employee must take, rather than the outcome.  FHEO said that the 100-day deadline does not need to be an absolute, but that only a percentage of cases need to be completed within 100-days.  

FH2.   FLSA

FHEO plans to allocate $544,000.00 to contribute to the FLSA settlement.  There is some money available for OT and the approval process was delegated to the regional level or down to the field office.  Headquarters does not need to approve requests.  FHEO is currently in the process of hiring which will lead to the greater distribution of work and help keep the workweek to forty (40) hours.  

FH3.  Emerging Leaders Program

The Union stated that workloads are a barrier for FHEO staff to participate in the Emerging Leaders Program.  Workloads are not reduced while a participant in the program.  FHEO stated that they would review this issue with managers and draft a recommendation.  

FH4.   Manager Accountability

The ongoing issues in Region IV are taking a toll on the rest of FHEO.  In addition to the effect on employees in the effected office in Region IV, offices across the county have to take on the work of the Region.  Employees have not seen much movement from FHEO in resolving the problems.  When can employees see this matter resolved and put to rest?  

FH5.   Awards

The Union told FHEO that some employees received their performance awards only three weeks ago and asked that Management work harder to follow up on awards to make sure their employees receive their ratings and are paid in a timely fashion.  FHEO stated that it turned in the information over three (3) months ago, but would do a better job of follow-up.

In addition, FHEO has traditionally fallen behind in issuing spot and time off awards.  Although spot awards are budget dependent, FHEO should be looking to budget awards to reward employees for going above and beyond in furthering the mission of FHEO.  Furthermore, times off awards are critical and since they do not affect the budget, should be utilized more often.  Since the LMR, FHEO has reissued the memo discussing time off awards, but has not shown how FHEO has informed it managers that time-off awards should be used more often when appropriate.
FH6.   TEAPOTS

The roll-out of the updated version of TEAPOTS has been a nightmare.  The Union asked about the current status and what can employees expect in the future.  FHEO stated that there were security issues with the format of the new TEAPOTS, but that has been resolved and the new platform should be rolled out in June.

FH7.   Reorganization

The reorganization is currently in the clearance process and FHEO will issue notice to the Union in accordance with the HUD/AFGE Agreement.    

FH8.  Indemnity Insurance

The Union stated that the issuance of indemnification insurance remains a strong issue for FHEO staff.  FHEO stated that it has researched indemnity insurance, but it is more expensive than FHEO can afford.  The Union suggested that it get priority as it is so germane to the performance of FHEO staff.   
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