November 19, 2003

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 4-5, 2003



Summary of Issues


Please accept this summary of issues raised at the Labor Management Relations Meeting held June 4-5, 2003.  This summary includes issues remaining from the 2002 LMR that remain unresolved and of concern to the Council.  However, this summary is not intended to replace the “AFGE HUD Council Issues Report” prepared by your office.

New initiatives:


With the exception of the first item, the following are initiatives that we have recommended in the past and to some extent the parties are currently working on.  We recommend working together to investigate and report on the following new initiatives.

1.  Flexible Spending Accounts for parking expenses.  This would primarily benefit our employees in our more rural and smaller offices that do not receive the benefit of the transit subsidy.  It allows employees to set aside funds to pay for parking as a pretax payroll deduction.  A similar plan is currently in use by the General Services Administration.  A copy of the GSA form is attached.  This is a low-cost recruitment and retention device.  

2.  Professional Liability Insurance.  Current policy allows agency reimbursement for 50% of the cost of professional liability insurance for managers.  However, it is frontline employees that face the largest risk, in particular FHEO Investigators and Appraisers.  Recent Comptroller General Opinions may allow for reimbursement to these frontline employees.  Alternative strategies include:  a)  working with Management to secure language in HUD’s appropriation language to permit agency reimbursement;  b)  creating a program that awards all fully satisfactory FHEO Investigators and Appraisers the equivalent of 50% of the cost that they can use for liability insurance should they choose to do so.

3.  Hardship Transfer policy.  On October 15, 2003, the Council provided its comments to Management’s proposed policy.  We hope that we can talk directly about this matter and prepare an agreed upon policy.

4.  Childcare Subsidy.  As discussed at the October 23, 2003, meeting with the Deputy Secretary, the parties need to reconsider the subsidy amounts to determine if they should be increased.  This should be accomplished before the November meeting with the Deputy.

5.  Student Loan Repayment.  As discussed at the October 23, 2003, meeting with the Deputy Secretary, Management needs to consider Council comments on its proposed Student Loan Repayment Program submitted by Eddie Eitches on June 13, 2003.  This should be accomplished before the November meeting with the Deputy.

Other issues:

6.  Retention Strategies for Clerical Support positions.  Lack of upward-mobility and grade parity has created large morale problems for our Clerical Support staff.  This staff is critical to the success of the agency.  The agency should explore strategies to recruit and maintain Clerical Support staff, including the creation of Technical Assistant positions at GS-9. 

7.  Grade parity.  Because the agency has provided new hires with career ladders that exceed on-board staff, the agency needs to upgrade the career ladders of on-board staff to the same level as new hires.  For example, in 2002 the agency hired Contract Industrial Relations Specialists (CIRS) with career ladders to GS-13, although the career ladder for staff on-board was limited to GS-12.  These and other similarly situated career ladders should be increased uniformly.  Additionally, the agency needs to stop hiring persons from the outside and providing them with greater promotion potential through career ladders than current on-board staff.  

8.  Interns.  We understand there remains a high turnover rate for PMIs.  Additionally, for all interns, we continue to hear concerns about the lack of training plans, workload that exceeds grades without promotion, and the lack of notice regarding Management intention to convert to permanent status or release from service.  A systematic program should be implemented for all interns, and widely distributed to interns and their supervisors and managers.   

9.  Training.  This issue is separate and distinct from the HUD Training Academy (HTA).  This issue concerns the lack of accountability by managers for the development and training of their staff.  Although the agency talks about training as a priority, supervisors do not have a commitment to securing training or time for attendance at training, including time to take HUD Virtual University (HVU) training classes.  This should be part of the supervisors’ and managers’ critical elements and standards.

10.  Creation of Job Swapping Clearing House.  This is another idea for retention, and addresses several needs including:  poor distribution of staff resources (having the right people in the wrong places);  personal need by an employee to move geographically;  or desire to avoid burnout by switching to a new position.  The Clearing House could identify under ceiling offices and program areas where employees could seek voluntary relocation or assignment.  

11.  The HUD Training Academy.  

(a) HTA staffing.  The Council did not have an opportunity to fully explore training issues with the HTA representative.  This is because it quickly became apparent to us that the HTA representative was ill equipped to discuss issues.  Margaret Harrison was on a detail to the HTA, and had been in an Acting position for less than a month.  She is no longer with the HTA, and we understand that the position she filled plus many others remain vacant.  These chronic vacancies belie the agency’s commitment to effective training.  To regain credibility with HUD employees regarding training, the agency needs to fully staff the HTA.

(b) Sunday travel.  When contracting for training services or approving program area sponsored training, the HTA needs to ensure that training will not require off-duty travel, including travel on Sunday to attend Monday morning training.

(c) Tuition and fee reimbursement.  The HTA should provide guidelines to employees for tuition and fees reimbursement.

(d) Records access for staff training.  Employees should be able to track via computer their training while a HUD employee.  Will HIHRTS accomplish this?

(e) Supervisory and Management Training.  This training should include Labor Relations, HUD/AFGE Agreement, and basic supervision and people skills.  Union representatives should be included in the Labor Relations and HUD/AFGE Agreement training.  

12.  Information Technology.

(a) Equipment cascading.  Management advised us that it is the agency’s policy to avoid equipment cascading (always providing the latest equipment to one group of employees, and then sending their old equipment to another group, whose equipment goes to a third group, etc.)  Rather, the agency policy is to use the latest equipment to replace the oldest equipment.  This is not our experience at the local level.  We request that Management uniformly enforce its policy.

(b) Union office equipment.  Union office equipment should be treated as all other equipment, including upgrading on a regular basis.  

(c) Laptops.  Management advised us that there remain sufficient laptops for every employee that may be approved for telework.

(d) I-Notes.  This program works very well for many of our telecommuters, and would alleviate the need by the agency to maintain hundreds of remote access points to the LAN.  When will this be made available to all employees?  If not, why?

(e) ADP Security.  Management offered to work with the union to design a security system that meets the identified risk at the lowest security assessment (background check) possible.  Holloway Coates has shared the necessary information, and the Council needs to review and get back to Mr. Coates.

13.  Chief Financial Officer.

(a) Salaries and Expenses for ’04.  Requested a copy of the proposed (and now approved) ’04 S&E.

(b) Staffing levels and ceilings.  The Council seeks a copy of the current staffing levels and ceilings by program office and by office location.

(c) Contracting-in studies.  Will they by conducted?  Has the agency considered the two contracting-in studies proposed by the Council and provided to the CFO on July ??  2003?

(d) TEAM.  The Council recommends that a code for training be added to TEAM.  Management agreed.

14.  Security:

(a) Emergency Contact System (ECS).  We discussed the possibility of a Memorandum of Understanding (MOU) regarding the confidentiality and use of employee information in the ECS.  The goal is to encourage employees to feel comfortable providing accurate information.  Attached please find a proposed MOU for this purpose.

(b) Field Office Security reviews.  At the 2002 LMR, Management advised the Union that it would receive copies of the physical security standards and results of the site visits conducted in 2002 and 2003.  We have yet to receive any of this.

(c) COOP.  These negotiations remain unfinished at the national level.  Although, we were advised at the 2002 LMR that the COOP plans were “no big secret,” the sticking point at the national level remains Local union access to the COOP to determine relevant issues for local bargaining.  We have suggested to Management that they may redact any portion of the COOP the release of which they determine would be a security risk, and share the remaining portion with the Local union.  But without at least those portions that do not directly involve security, Locals will be unable to accurately determine impact at the local level and appropriate bargaining.

15.  Office of Departmental Employment Opportunity.  ODEEO continues to have a significant backlog of cases.  Additionally, there remain concerns about the ADR process.  For example, there are several ADR settlements that have been reached at the local level, but have not been approved by Headquarters.  This issue was raised in the 2002 LMR, and continues to be an issue.  Additionally, we were advised during the LMR that any employee seeking ADR would be afforded the opportunity.  We are aware of at least one instance since the LMR where the employee has requested ADR and has been denied.

16.  Chapter 12 (Safety and Health) of HUD Handbook 2200.01.  This Chapter was pulled from the negotiations table in November 2001, thus resulting in the delay of implementation of the remainder of the handbook and the agreed upon provisions of the Supplement.  We have been promised the revised Chapter and a return to the negotiations table for almost two years.

17.  Multifamily Housing.

(a) Performance (formerly known as Project) Based Contract Administration.  The agency conducts PBCA Industry meetings to which HUD employees are not invited, nor is there an alternative meeting.  This puts HUD GTRs and GTMs at a disadvantage.  This becomes a particular problem regarding interpretation of the PBCA contracts.  There is currently no uniform standard for interpretation or for work.

(b) Contract Administration (CA) Teams.  Supplement 28 sets forth the parties’ negotiated agreement regarding the implementation of the PBCAs.  Implementation included the creation of CA Teams within affected Multifamily Offices.  Some of these offices are now eliminating the separate CA Teams, and redisbursing GTR and GTM responsibilities to Multifamily Program Managers.  These Program Managers continue to perform their regular duties, too.  This change is contrary to Supplement 28, and further exacerbates GAO findings regarding a lack of quality contract management oversight at HUD.  ???
(c) PBCA contracts.  Is the agency making any plans to conduct a cost analysis with regard to these contracts?  Will a cost analysis be done to consider contracting-in all or a portion of this work?

(d) Grade Parity.  The Office of Multifamily Housing has been advertising to outside applicants Construction Analyst and Appraiser positions with career ladder promotion potential to the GS-13, while many on-board staff are capped at the GS-12.  This is very demoralizing.  Housing should standardize its career ladder structure for all of its employees, providing on-board staff with the same potential.

18.  Single Family Housing.

(a) Telework.  Single Family Housing continues to lag in the implementation of telework for its employees.  We have instances of Managers advising staff that they do not agree with telework and will never approve it.  The rate of teleworking within the Homeownership Centers remains low.  

(b) Management and Marketing (M&M) contracts.  Is the agency making any plans to conduct a cost analysis with regard to these contracts?  Will a cost analysis be done to consider contracting-in all or a portion of this work?

19.  Public and Indian Housing.

(a) New EPPES.  The Council is concerned about new standards and elements that incorporate matters that are more appropriate for disciplinary action, would encourage behavior that is potentially unethical, or are otherwise inappropriate.  George Dickey agreed to discuss the matter further with Council representatives.  We understand that such discussions are taking place soon.

(b) Sunday travel.  PIH recently sponsored training that necessitated travel during non-duty hours.  Specifically, because the training started on Monday morning, PIH employees were required to travel on Sunday.  If they objected or refused, they were denied access to the training altogether.  When it is “administratively controllable,” it is against the law to require employees to travel during non-duty hours.  Furthermore, it is unreasonable to retaliate against employees who assert their rights to travel during duty hours by denying them access to training.  PIH needs to exercise administrative control and stop requiring non-duty hour travel.

(c) Grants Management Center.  The Union receives numerous complaints about the management of this Center.  Last summer the Center proposed to eliminate compressed work schedules, flextime and annual leave June 1 to Sept 1, citing workload considerations.  However, the Union pointed out that compressed work schedules and other alternative arrangements do not change the amount of work that can be done, only the time during which it can be accomplished.  During the LMR, Management agreed not to eliminate alternative work schedules or annual leave.  Nonetheless, since the LMR, the Union continues to hear complaints about Center Management and employee morale is very low.

(d) Grade Parity.  In 2002, PIH advertised several positions to the outside with greater career ladder promotion potential than it is available to on-board staff.  This is very demoralizing.  PIH should standardize its career ladder structure for all of its employees, providing on-board staff with the same potential.

20.  Community Planning and Development.  The sole issue on the agenda concerned concern with the reorganization of field Economic Development Specialists.  By memorandum dated October 21, 2003, the Council received Management’s Article 5 notice of this reorganization.  We are in the process of responding to that memorandum.


We recognize that some of these matters are not within your Office’s control.  Nonetheless, we appreciate your assistance in securing answers or resolutions to the issues raised.  

Attachment

cc:  Council 222 Executive Board


and Local Presidents
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