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AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES
AFFILIATED WITH AFL-CIO

Council 222






April 11, 2007

MEMORANDUM FOR:  Priscilla Lewis, Acting Deputy Director, Labor and Employee





Relations Division, ARHL

FROM:  Carolyn Federoff, President, Council of HUD Locals 222

SUBJECT:   Request for Information pursuant to 5 U.S.C. Section 7114(b)(4)



In connection with bargaining Service Level Agreements



-- Training Services


Please accept this Request for Information (RFI) in connection with national bargaining of Service Level Agreements (SLAs) scheduled to begin April 17, 2007.  This is one of several requests.  To facilitate responses, I am sending a separate request through your office for each division of Administration responsible for providing service under the SLA.  I will send you the requests electronically, and the initial statements regarding the need for information, timeframes, etc. will be repeated in each request.  These steps should make it easier for your office to secure needed information before we commence bargaining.


This request centers on the SLA at Part 2, Section VI, Training Services (pp. 90-105).  

1. We note that the narrative description of services provided all center on “skill gaps.”  Will the Office of Training Services provide any training services unrelated to skill gaps?  For example, training in connection with Individual Development Plans or Upward Mobility training plans?  If other services will be provided, please list those services, including Actions, Average Processing Times, and Responsibilities.

2. Please name the persons in the Office of Administration responsible for each business function.

3. Please name each person’s first, second and third level supervisors responsible for the provision of each business function

4. How many FTE are available for each business function?  (In your answer, distinguish whether this is FTE for CPD only, or FTE for all Department requirements related to each business function.) 

5. For each business function, set forth the quality standards that customers can expect to receive.

6. Regarding the Skills Assessment:  Training Needs Assessment business function (p. 91):

a. At Box 3, how long is this training?  Who receives this training?  Was it provided in advance of the skill gap survey efforts underway in PIH, CPD and Housing?  May we see a copy of the basic training materials?

Our interest in this training is the result of watching the skill gap survey efforts underway in Housing, PIH and CPD.  CPD’s skill gap survey includes 17 general competencies, and 6-17 technical competencies for each employee.  The proficiency level required is a “3” regardless of grade or position, so that a clerical employee needs the same proficiency in “monitoring” and “influencing/negotiating” as a CPD Representative.  PIH’s survey doesn’t determine need, but rather desire;  there is no requirement for a determination of proficiency, and the process is completely anonymous.  CPD and PIH distribute their surveys via electronic mail, and there appears to be no employee briefing or opportunity to ask questions.

Meanwhile, the Office of Housing has gathered information outside of HUD training resources about aligning employee skills with Office mission.  After educating themselves, members of the Housing Operations staff have traveled to field offices with a model for assessing skill gaps.  The model includes reducing the number of “critical” competencies to an industry standard of nine or less for each position, and setting necessary proficiency levels based on grade and position.  With each foray into the field, Housing has responded to employee input with modifications to their model.  

It is clear from participating in their briefing sessions with employees that Housing is seeking a totally integrated approach—linking and aligning organizational goals to organizational functions to employee positions to critical competencies for each position. 

This effort to link goals to employee positions will also help Housing when it is required to implement ePerformance.  They are engaged in a critical assessment totally lacking from any other organization that implemented ePerformance.

Will implementation of the Service Level Agreement result in a reduction of program Operations staff available to engage in efforts such as the one demonstrated by the Office of Housing?

Who in the Office of Administration is working to integrate HUD’s organizational goals to organizational functions to employee positions to critical competencies for each position?  Is the Office of Administration working to do this for Office of Administration staff?  If so, who is doing it?  What does this activity look like?  Is the Office of Administration doing it for any program area?  If so, which area and who is doing it?  What does this activity look like?

Will training services provide any training for implementation of ePerformance?  If not, who will?  

7. Regarding the Training Request & Completion Processing (General & Managerial Skills) business function (p. 92):

a. At Box 3, what if the training request isn’t in response to a specific item in an employee’s ITAP?  For example, the agency recently offered training on the development of KSAs.  An ITAP is supposed to list what you need to do in your current position, not skills needed to apply for a different position.  What if the training is free from an outside source, relates to the goals of the Department, but isn’t specifically listed in an employee’s ITAP?  For example, a local college is offering a series of free lectures on urban development and strategies to combat housing segregation.  Will Training Services reject these SF-182 requests?  If not, should the chart be changed to reflect this?

8. Regarding the Training Delivery & Evaluation (General & Managerial Skills) business function (pp. 93-95):

a. Instructor Led Courses/HUD Broadcast (pp. 93-94):

i. At Box 2, the training announcement is due 10 days prior to a course.  Does this interfere with employee’s ability to submit an SF-182 two weeks prior to training?  Will SF-182s not be required for this sort of training?  If not, what distinguishes between training for which an SF-182 is required and training for which an SF-182 is not required?  Will training announcements state whether an SF-182 is required?  If so, where will it be stated?

ii. At Box 6, if the training concerns General and Managerial skills, what course materials would be expected of the Program Technical Coordinator?

iii. At Box 12, please provide a sample of an evaluation for training results and impacts that would be used 3-6 months after course completion.

b. HVU Courses (p. 94):

i. At Box 2, see above re:  Box 2.

ii. At Box 3, isn’t HUD HVU generally available to all HUD employees?  Must employees request access?  What does an employee need to do to request access?  Why would access be denied?

iii. At Box 8, see above re: Box 12.

c. Mandatory Training for New Supervisors (p. 94):

i. Who monitors to see if new supervisors receive/attend training?

d. Instructor Led Courses/HUD Broadcast (p. 95):

i. At Box 1, are there no announcements?  No SF-182s?

ii. At Box 6, see Box 12 in (a) above.

9. Regarding the Emerging Leaders business function (pp. 97-98):

a. At Box 3, why do employees have only one day to complete program application, including securing signature approvals and supervisor/Manager’s narrative statement?

b. At Box 8, what are the rating criteria guidelines, procedures and scoring factors for the Emerging Leaders Program?

c. At Box 13, are core training sessions for the Emerging Leaders program standard, or do they change based upon the program area?

d. At Box 19, what is the time frame for providing assistance to the program participant in each phase of the program?

e. At Box 20, Please provide a copy of the Leadership Effectiveness Inventory Assessment Tool.

10.  Regarding the Council for Excellence in Government Program business function (pp. 99-100):

a. At Box 3, why do employees have only one day to complete program application, including securing signature approvals and supervisor/Manager’s narrative statement?

11. Regarding the New Employee Orientation business function (p. 104):

a. What is the process for employee orientation in the field?

b. At Box 5, who is responsible for notifying the Union pursuant to the HUD/AFGE Agreement at Article 3, Sections 3.03(3) and 3.04 (including notice of who will be expected to attend)?

12. Regarding the Mentoring and Coaching Programs business function (p. 105):

a.  At Box 4, for whom is this training being offered?  The mentor or the mentee?


Thank you for your attention to this request.  Your response is necessary so that we may better understand Management’s proposed change in working conditions.  We reserve the right to prepare bargaining proposals upon receipt of this information.  


If you have questions, please do not hesitate to call me at 617/994-8264.

cc:  Union Bargaining Team

http://afgecouncil222.tripod.com/
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