October 27, 2004

MEMORANDUM FOR:  Norman Mesewicz, Deputy Director, Labor and Employee 





Relations Division, ARHRL

FROM:  Carolyn Federoff, President, AFGE Council 222

SUBJECT:  Labor Management Relations Meeting June 23-24, 2004



Summary of Issues, Part II


As set forth in our memorandum of July 8, 2004, regarding the June 23-24, 2004, LMR meetings, we are summarizing issues in two parts.  The July 8, 2004, memorandum set forth a summary of the priority issues presented to the Secretary and Deputy Secretary, as well as issues presented to the Office of Administration, the HUD Training Academy, the Office of Security and Emergency Planning, and issues remaining from the 2002 and 2003 LMR meetings.


This Part II sets forth a summary of issues presented to the Chief Financial Officer, and the Offices of Departmental Equal Employment Opportunity, Housing (Multifamily and Single Family), Public and Indian Housing, Community Planning and Development, Fair Housing and Equal Opportunity, and Field Planning and Management.  I have sent a copy of this memorandum to each of the Assistant Secretaries and Deputy Assistant Secretaries as relevant.  


Unlike Part I, we are not setting forth dates for responses to the items below.  Nonetheless, we hope that your office will continue to provide regular reports on the status of outstanding issues as you have done in response to Part I of our summary.


With a large majority of Local Presidents in attendance as well as the Executive Board, the below sets forth the priority issues communicated by HUD employees through their elected representatives.  

Chief Financial Officer:


Many of the issues discussed at the LMR have been overtaken by time and events:  for example, meeting Congressionally mandated ceiling targets, buyouts, reassignments, etc.  However, the following issues remain:

1. Resource Estimation Allocation Process (REAP).  In July, we received a CDRom from Garland Reid with the latest REAP reports.  As discussed during the LMR meeting, I will call Mr. Reid to schedule a time to go through one of the reports as a model to better understand how the data may (or may not) be used at the local level to determine staff needs.

2. Salaries and Expenses line item.  We requested a copy of the S&E budget broken down into salaries, moves, travel, training, etc.  May we please a have a copy of this information as it relates to functioning under the continuing resolution, and a copy of this information for FY’05 once a budget is passed?

3. FY ’05 Ceiling.  Please advise us of the staffing ceiling based upon the budget, both under the CR and, once passed, the FY’05 budget.

4. FY’06 Budget.  The CFO advised that the target for FY’06 is a 2.5% reduction in every budget, including contracting out and S&E.  For the S&E budget, this translates to $50 million or 500 FTE.  If we misunderstood this, please advise.

Office of Departmental Equal Employment Opportunity:

1. Alternative Dispute Resolution (ADR).  Discussions were held after the LMR that revealed additional layers of review in Headquarters of ADR settlements.  It appears that these layers and the need for concurrence have in many instances delayed settlements and in some cases defeated settlements.  We were unaware of these additional layers and have submitted a demand to bargain dated October 7, 2004.

2. Contract EEO investigators.  We raised to your attention problems with contract EEO investigators.  These include interviewing witnesses out of order, and imposing inflexible timeframes after months of inaction.  We will continue to monitor the conduct of contract EEO officers.  We appreciate your seeking corrective action with contract EEO investigators.  

3. Reasonable Accommodation training.  ODEEO advised us that Reasonable Accommodation training would be provided for Headquarters supervisors in 2004, and for Field supervisors in 2005.  We understand that local union representatives will be invited to attend this training.  Please provide us with a copy of the training outline and planned dates for training.  

Office of Multifamily Housing:

1. PBCA Contracts.  Management advised that there are now 51 PBCA contracts.  Given that the FY’06 budget requires a reduction of 2.5% from the Section 8 budget, we suggested that the $45 million be saved by eliminating some of the low performing PBCAs and returning this work to HUD staff.  Management refused to consider this idea as a way to cut Section 8 without reducing access to affordable housing.

2. Upward Mobility.  Management was unaware of the agency policy encouraging upward mobility wherein managers with authority to hire from the outside may fill the position through upward mobility and backfill from the outside the resulting support staff vacancy.  Attached please find a copy of this policy memorandum.  We will be happy to work with the Office of Multifamily Housing to develop an upward mobility model for their use.  I will call Ken Pinckney to discuss this further.

3. Grade Parity for Construction Analysts, Architects/Engineers, and Appraisers.  Management advised that GS-13s are generally in Multifamily Hubs, not in field offices.  Our experience is that where we have co-located GS-13s and GS-12s, local managers make no distinction in the work that GS-12s and GS-13s do.  Either staff has to be paid equal wages for equal work, or the work needs to be distinguished.  We are requesting that Management provide us with a list of all GS-12 and 13 Construction Analysts, Architects/Engineers, and Appraisers, identified by name, grade, title, and location.

4. Professional liability insurance for appraisers.  We are collecting information to send to Ken Pinckney regarding this issue.  We recognize that we need to consider changes in the work done by appraisers when determining the need for liability insurance.

5. Telework.  We presented inconsistencies in the application of telework in the Office of Housing, including the issuance of phone cards.  Management requested that we summarize and send the information to DAS Stillman Knight through Ken Pinckney.

Office of Single Family Housing:

1. Upward Mobility.  Management advised that more positions may be filled through upward mobility because of ceiling limits.  We are very concerned about maintaining a successful Upward Mobility program, and would be pleased to work with the Office of Single Family Housing to accomplish this.

2. Contracting out Call Center Work.  As discussed at the LMR, the Union has received notice of an opportunity to bargain the impact of Management’s decision to contract out call center work.  According to Vernice Buell, contracting this work out will allow HUD employees to do technical work.  She further advised that the contract was piloted in Philadelphia.  In advance of the negotiations, please provide us with a briefing on the pilot, including a list of affected employees, position descriptions (old and new, if they were changed), descriptions of the work assigned to employees as a result of the contracting out of call center work, and a list of any training received by employees returning to technical duties.  Please provide this information at least two weeks before negotiations begin to Videssa Woods, the Council’s Chief Negotiator for this matter.

3. Off-duty Travel.  We advised Management of the continuing assignment of off-duty travel by Quality Assurance Staff in the Homeownership Centers.  Where it is administratively controllable, Management may not require employees to travel during off-duty hours.  There are limited exceptions that require written documentation setting forth the reasons for the off-duty travel.  We are requesting that the Office of Single Family Housing send a memorandum to its managers and supervisors reminding them that off-duty travel is to be avoided if at all possible, and setting forth the requirements should an exception be necessary.  Please provide the Council with a copy of this memorandum.

4. HUD employee access to HUD homes.  Because the sale of HUD homes is now completely under the control of contractors, the Union believes that most HUD employees should be treated the same as other bidders intending to be owner-occupants.  Management advised that they would reconsider both who within HUD is excluded from submitting a bid for a HUD home and the timeframes within which HUD employees may place a bid.  Please advise us when your review is complete.

Public and Indian Housing:

1. Off-duty Travel.  We advised Management of the continuing assignment of off-duty travel, in particular travel in connection with training and travel by REAC staff.  Where it is administratively controllable, Management may not require employees to travel during off-duty hours.  There are limited exceptions that require written documentation setting forth the reasons for the off-duty travel.  Management assured us that they are meeting the standards.  We are requesting that the Office of Public and Indian Housing send a memorandum to its managers and supervisors reminding them that off-duty travel is to be avoided if at all possible, and setting forth the requirements should an exception be necessary.  Please provide the Council with a copy of this memorandum.

2. Grade Parity.  Management defends the differences in grades that exist within and between Field Offices.  Local Unions continue to represent employees who experience a difference in pay, but not a difference in the work performed.  Management must either pay people the same, distinguish the work, or face continuing morale problems and potential grievances.

3. Hiring from the outside for Field positions with potential to GS-13.  This is related to the Grade Parity issue above.  GS-13 positions in the Field almost always require extensive experience in public housing.  Ostensibly, the very best people for these positions should be high performing HUD employees at the GS-12 level.  In many instances, Management has hired from outside the agency.  In one recent incident, Management hired a Department of Labor investigator with no public housing experience into a Quality Assurance position with potential to a GS-13, bypassing internal candidates who were found to be highly qualified.  Under these circumstances, employees become minimalists—doing the minimum necessary to survive;  they no longer strive to be the best or to do their best because Management has established that employees are in dead-end positions.

4. Upward Mobility.  Management advised that they support upward mobility in reorganizations and realignments.  We are very concerned about maintaining a successful Upward Mobility program, and would be pleased to work with the Office of Public and Indian Housing to accomplish this.

Community Planning and Development:

1. Workload analyses.  CPD is the only cylinder we are aware of that has estimates for staffing allocations by office location, and we appreciate your efforts in this area.  Management advised us that it is creating a Fair Share Report as well as a skills gap report that it anticipated would be complete in July.  During the LMR, Management advised that the Council could request and receive a copy of these reports.  When they are available, please provide them.

2. Impact of buyouts.  We asked about Management plans to mitigate the impact of buyouts on remaining staff, including distribution of workloads in a fair and equitable manner and accretion of duty promotions when the work of higher graded staff has been redistributed to lower graded employees.  Please advise us what Management’s plans are in this regard.

3. Grade parity.  Management advised that they are in agreement regarding the equity of grade parity and that they are reviewing accretion of duty promotions.  Please advise us of progress on this.

Fair Housing and Equal Opportunity:

1. Impact of buyouts and reassignments.  We asked about Management plans to mitigate the impact of buyouts on remaining staff, including distribution of workloads in a fair and equitable manner and accretion of duty promotions when the work of higher graded staff has been redistributed to lower graded employees.  Since the LMR, FHEO has also completed a reassignment plan to get down to its ceiling numbers.  Please advise us what Management’s plans are in regard to the redistribution of workloads and the possibility of accretion of duties promotions.

2. Grade Parity.  Management advised that they are aware of grade parity problems, and will prioritize pursuit of a journey level GS-13 in FY’05.  Since the LMR, the parties have negotiated FHEO’s realignment, which includes a small blow for grade parity.  DAS Karen Newton confers with Chief Negotiator Sherry Norton bi-weekly, and it is anticipated that progress on this issue will continue to be discussed.

3. Timely EPPES and performance awards.  Management advised that supervisors’ PACS elements now include this.  Thank you.

4. Atlanta Intake Pilot.  Management advised that this is a pilot to determine future distribution of work in Atlanta only;  as we understand it, the pilot is intended to determine if Atlanta should continue distributing intake to all staff, not to determine if other offices should distribute intake to all staff.  As we reminded Management during the FHEO Realignment negotiations, pilots that are created to resolve problems in individual offices often seek to solve problems that do not exist in other offices.  Therefore, their implementation in well performing offices is often unwarranted and disruptive.  

5. Professional liability insurance.  Management advised that they have set up a plan that requires congressional approval.  The Office of Management and Budget advised HUD to seek other agencies’ input.  It is unclear if Management is conferring with other agencies.  Additionally, the Council believes that GAO opinions would allow for an expenditure of HUD funds without congressional approval.  The Union will provide copies of the opinions to Ms. Newton.  Please advise on the status of discussions with other agencies.

6. Off-duty Travel.  We advised Management of the continuing assignment of off-duty travel, in particular travel in connection with training.  Where it is administratively controllable, Management may not require employees to travel during off-duty hours.  There are limited exceptions that require written documentation setting forth the reasons for the off-duty travel.  Management advised that they will once again remind Hub directors to plan around off-duty travel wherever possible, and to compensate for off-duty travel if it cannot be avoided.  Please provide the Council with a copy of this memorandum or electronic mail message.

Field Planning and Management:

1. Operating Protocols.  Pursuant to the Operating Protocols, Field Office managers have authority with regard to office space and equipment, local labor/management issues, and office closure for emergencies.  We provided Management with several examples where the FOD eschewed responsibility, stating that s/he had to get Headquarters permission.  Management advised that they have reiterated to FODs what their authority is in a memorandum.  Please provide us with a copy of the memorandum, redacted, if necessary, to remove labor/management guidance or other privileged information.

2. Receptionists.  We have several offices where program staff is required to rotate into the receptionist position at the same time that FPM staff is not.  This is a clear indication to program staff that their work is not as important as FPM work.  Since program staff is involved in programs required by statute or administrative order, their work is necessarily mission related.  The Union believes that the regular assignment of receptionist duties to non-receptionist staff is a violation of Article 9 of the HUD/AFGE Agreement.  It is in Management’s interest to resolve these issues locally.  Absent a mutually agreeable resolution to receptionist coverage, more Locals may resort to grievances over this matter.

cc:
AFGE Council Executive Board 


  and Local Presidents

Carin Barth, Chief Financial Officer


Linda Bradford Washington, Acting Director, ODEEO


John C. Weicher, Assistant Secretary for Housing


Stillman Knight, Deputy Assistant Secretary for Multifamily Housing


Joseph McCloskey, Acting Deputy Assistant Secretary for Single Family Housing


Michael Liu, Assistant Secretary for Public and Indian Housing


Nelson Bregon, General Deputy Assistant Secretary for CPD


Carolyn Peoples, Assistant Secretary for Fair Housing and Equal Opportunity


Pam Patenaude, Assistant Secretary for Field Policy and Management
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