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SUBJECT: Final Report on Office of Native American Programs (ONAP)
Staff Training Conference, Reno, Nevada, December 6-9, 1999

This is the final report of our review of the ONAP Staff Training Conference held in Reno,
Nevada, from December 6-9, 1999. This review was initiated based on a Senator’s request to
provide a report on any findings of concern related to a complaint the Senator received alleging
the presentation of material that was derogatory toward Native Alaskans during the conference.
Also, two other complaints were received by this office alleging unauthorized attendance, waste,
misconduct, and offensive material at the conference. The purpose of our review was to
determine if: (1) insensitive or offensive material was presented during skits performed at the
conference; (2) an unauthorized individual attended the conference at government expense;

(3) employee misconduct occurred during the conference, and (4) the conference was an effective
or efficient use of government resources.

The results of the review show that (1) Alaska Office of Native American Programs management
personnel were involved in the development and presentation of a skit that contained material
that was at a minimum insensitive to Native Alaskans and was derogatory toward their culture,
(2) Headquarters ONAP officials did not hold accountable for their actions those responsible for
presenting offensive or insensitive material at the training conference and have not been
proactive in oversight and management of Alaska ONAP, and (3) an unauthorized individual
attended the conference at government expense because ONAP officials did not consider relevant
travel laws and regulations. We were unable to substantiate any of the allegations of employee
misconduct at the conference, in part because ONAP did not have good controls over attendance.
Overall, the training conference overall appeared to be an efficient and effective use of
government resources.

Within 60 days, please furnish this office, for each recommendation in this report, a status on:
(1) corrective action taken; (2) the proposed corrective action and the date to be completed; or
(3) why action is not considered necessary. Also, please furnish copies of any correspondence or
directives issued related to this review.

If you have any questions please contact Robert Woodard, Assistant District Inspector General
for Audit, or Terry Westhoff, Senior Auditor, at 206-220-5360.
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Executive Summary

Werecelved three complaints regarding a staff training conference conducted by the Office of
Native American Programs (ONAP) from December 6-9, 1999. One of the complaints
alleging insengtive or offensive material was provided to usthrough a senatorial inquiry. The
senator requested this office to provide areport along with any findings of concern. In
response to the allegations in the three complaints, we conducted a review to determine if:

insensitive or offensive material was presented during skits performed at the conference.
an unauthorized individual attended the conference at gover nment expense.

employee misconduct occurred during the conference.

the conference was not an effective or efficient use of gover nment resour ces.

We concluded the skit was offensive and derogatory

Alaska Office of Native American Programs management personnd were involved in the development
and presentation of askit that contained materid that was at a minimum insengtive to Native Alaskans
and derogatory toward their culture.

In our opinion, the presentation of the skit was the result of current Alaska ONAP management
personnd’slack of professond judgment, aswell asalack of skillsin the areas of culturd sengtivity,
human relations, communications, and diversty.

The Assstant Secretary for Public and Indian Housing needs to ensure that Alaska ONAP management
personnel understand the seriousness of their actions and in the future follow HUD policies, regulations,
and requirements with regard to insengtive and offendve materid. To help achieve this, we are
recommending that the Assstant Secretary (i) have the Alaska ONAP Administrator issue a public
gopology, (i) require training courses for Alaska ONAP management and staff, and (iii) congder if
disciplinary action againgt responsible parties is gppropriate.

Persons responsible were not held accountable

Headquarters Office of Native American Programs officids did not hold those responsible for
presenting offendive or insengtive materid a the training conference accountable for their actions and
have not been proactive in oversght and management of Alaska ONAP.

There was no accountability because Headquarters ONAP officids failed to recognize materid that was
insengtive or offensve that was presented a the training conference. Furthermore, Headquarters
ONAP has not been proactive in addressng Equa Employment Opportunity (EEO) and work
environment issues through their management practices.

We are recommending that the Assstant Secretary for Public and Indian Housing ensure that there will
be no tolerance for insengtive or offensve actions or behavior in the workplace and work environment
issues are made part of ONAP office reviews by:
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Executive Summary

ensuring amendment of area ONAP office review guides to specificaly include:

1. compliance with EEO and Affirmative Employment regulations, policies,
guiddines, and gods.
2. measurement of office environment and morae.

issuance of a memorandum stating there is zero tolerance for jokes, comments, or other materid
that is offengve or insengtive to any ethnicity, race, sex, disability, religion, color, or other class of
people, and issue disciplinary guidelines for such actions.

Controls over attendance need improvement

An unauthorized individud atended the training conference at government expense because ONAP
management officids failed to consider dl rdevant criteria before alowing the person to attend. Also,
we found no evidence to support alegations of employee misconduct at the ONAP Staff Training
Conference in part because ONAP did not have good controls over attendance. Overadl, the training
conference was an efficient and effective use of government resources.

We are recommending that the Assistant Secretary for Public and Indian Housing ensure adequate
controls are in place over attendance at future organizationd training events.

HUD agreed with the audit results

Draft findings were provided to the Assstant Secretary for Public and Indian Housing for

written comments on August 25, 2000. We received the Assistant Secretary’ s response on

September 26, 2000, and incorporated his comments into the report as appropriate. The Assistant
Secretary gated in his comments that the Office of Native American Programsiis ready to implement the
recommendations made. The Assstant Secretary declined an exit conference.

We gppreciate the cooperation of employees in the Anchorage (Alaska) HUD Office aswell as officids

in the Offices of Public and Indian Housing and Native American Programs in promptly complying with
our requedts for information.

2000-SE-107-0002 iv
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| ntr oduction

Complaint aleged
misconduct and an
inanpropriate trainina Ste

Anacther complaint aleged
misuse of fundsand an

offensve Alaska ONAP
it

Complaint to Senator
Stevens dleged culturdly
insendtive materid
nresented

ONAP &t training
conference

This office received an anonymous complaint letter dated
December 15, 1999. The complaint alleged that the person
had just returned from an Office of Native American Programs
(ONAP) training session at acasino in Reno, Nevada. The
complainant stated it was a poor environment for aHUD
training sesson. The complainant aso provided examples of
unprofessonad conduct that had dlegedly occurred during the
training, including personnd gambling during training hours,
ONA P-sponsored open bars, Skit Night, and personnel
“hungover” from dcohoal during the training sessons. The
person added that Government resources should not have been
expended for thistype of event.

An anonymous telephone complainant stated that an
unauthorized individuad was alowed to atend the ONAP Staff
Training Conference in Reno, Nevada. The complainant
specificaly dleged that avolunteer in Alaska ONAP was
improperly authorized to attend at government expense.
Additionaly, the complainant dleged that a kit presented by
Alaska ONAP management at the conference was offensive to
Native Alaskans. A copy of the script and a videotape of the
kit were mailed to our office.

Ladtly, aletter of inquiry from United States Senator Ted
Stevens, Alaska, dated April 7, 2000, was sent to
Northwest/Alaska Digtrict Office of the Inspector Generd. The
letter stated that the senator received a complaint from a person
who wished to remain anonymous regarding “ a videotape made
of aHUD training sesson in Reno that may have been
derogatory againgt Alaska Natives and American Indians and
pokes fun a rurd Alaskans with their outhouses and honey
buckets.”

Senator Stevens requested that the Inspector Generd’ s Office
conduct areview and provide him areport dong with any
findings of concern.

ONAP held a Staff Training Conference from December 6-9,

1999, at the Atlantis Casino & Resort in Reno, Nevada. The
primary purpose of this conference wasto provide al ONAP
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Introduction

Review objectives and
methodology
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gaff training on new processes and respongbilities with regard
to arecent ONAP reorganization.

The training was presented to 167 participants that included

the diversity of people and skillswithin ONAP. It wasdso
expanded to include General Counsel gtaff that work with
ONAP dong with ONAP Adminigtrators, Community Builders,
Loan Guarantee Specidigts, support staff, Grants Management,
and Grants Evaluation personnel. The training sessonsfor
ONAP employeesincluded both plenary sessons, where dl
staff attended, and break-out sessons for each group of
employees.

The firg day of the training, December 6, 1999, was a
workshop for Grants Evauation Specidigs. All staff attended
training December 7-9, 1999. Travel back to regular duty
stations took place primarily on December 10, 1999.

We reviewed the ONAP Training Conference to ascertain the
vaidity of the complaints by determining if:

1. insengtive or offensve materid was presented during the
ONAP Steff Training Conference.

N

headquarters ONAP management officials took appropriate
action to combat an environment of unfair trestment and
held those responsible for the presentation of any insengtive
materid accountable for their actions.

3. there were unauthorized individuds atending the conference
a government expense.

»

the training conference was in an gppropriate location and
was an efficient and effective use of government resources.

5. there were adequate controls to ensure personne attended
required training sessons.

6. therewas any misconduct or unprofessiona behavior by
ONAP employees during the training conference and if
there was accountability by management.

To achieve the review objectives we:

1. reviewed the complaints to identify issues being dleged.

2



Introduction

. reviewed the videotape to better understand the issues and
who participated in the kit presentation.

. interviewed al Alaska ONAP gaff and judgmentaly
selected Sesttle ONAP staff that attended the training
conference to determineif:

those that viewed the Alaska ONAP skit fdlt it was
insenditive and derogatory toward Native Alaskans.

any unauthorized individuds attended the
ONAP Staff Training Conference.

the conference was at an appropriate
location and the training was effective and
efficient.

there was any employee misconduct.

. interviewed ajudgmentaly selected group of other HUD
employess, after having them view the skit script and
videotape, to determine if they fdt the skit was insendtive
and derogatory toward Native Alaskans.

. interviewed ONAP gaff involved in the planning,
coordination, and authorization of travel and training for the
conference to determine if unauthorized individuds atended
the conference, and if the Site sdlection and conference
were based on economic or effectiveness factors.

. requested and reviewed al documentation provided related
to planning, conducting, and post training information for the
conference to determineif the training was an effective and
efficient use of government resources.

. interviewed contractor saff that participated in the training
conference to determine if:

they were there to provide adirect service to the
government.

they observed any misconduct by ONAP
employees.

3 2000-SE-107-0002
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the training conference was effectively and
efficiently conducted.

8. reviewed information requested from and provided by
ONAP Headquarters on any past complaints involving
Alaska ONAP that went to at least the ONAP
Headquarters leve to determine what action was taken.

9. interviewed Headquarters ONAP officias respongble for
evauation and management of area ONAP Adminigrators.
Reguested any documentation on past complaints of Alaska
ONAP office with regard to any issues involving far
treatment of gpplicants, employees, or dientsto determine if
there is a pattern of amilar issuesinvolving Alaska ONAP
managemen.

Our review covered the period December 6-9, 1999, and was
extended as necessary to accomplish our objectives. We
performed our field work from June to August 2000.

We conducted our review in accordance with generaly
accepted government auditing standards.



Finding 1

Alaska Office of Native American Programs management personnel were involved in the
development and presentation of a skit that contained material that was at a minimum
insensitive to Native Alaskans and derogatory toward their culture and way of life.

Racid or culturd
insengtivity in HUD is not to
be tolerated

The Department’ s position is clear that racid or culturd
insengtivity and offensve materid are not to be tolerated. This
position permesates through severd different governmental
regulations, guiddines, and policies that are intended to guide
government managers on issues of sengtivity and the
goppropriate treetment of both employees and those in the public
that we serve. The following are afew of the of criteriathat
relate to this subject (itaics added for emphass):

The Code of Federa Regulations (24 CFR, Part 7), Paragraph
7.15 (c) statesin part:

All managers and supervisors are responsible
for encouraging and taking positive steps

to ensure respect for and acceptance

of minorities in the workforce.

The guidebook, Personnel Practices for Supervisors, issued by
HUD Human Resources Department, Section V111, Page 43,
dates in part to prevent discrimination you (supervisors) must:

provide positive leadership and support for the Equal
Employment Opportunity (EEO) Program;

maintain relaionships with al those supervised in a manner
that fosters effective teamwork and high morae; and
promptly take or recommend appropriate action to
overcome any impediment to the achievement of the
objectives of the EEO Program.

The guidebook, Personnel Practices for Supervisors, issued by
HUD Human Resources Department, states in Section VI,

Page 44.

Supervisory actions that may cause complaints
indude: falure to communicate with
subordinates in generd and particularly about
decigons affecting them; not stepping back
and examining how your behavior and
actions are received.
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Finding 1

Deputy Assistant Secretary
authorized “ Skit Night”

2000-SE-107-0002

The Agreement Between HUD and the American Federation of
Government Employees, Directive 314.0. saesin Article
19.01:

Management will promote full redization of
equa employment opportunity goas through a
positive and continuing effort. Such efforts
shall include the eradication of offensive
remarks in the workplace.

The Federd Manager’s Guide to EEO, published by FPMI
Communications, Inc., statesin Chapter 4, Page 56:

A manager should let everyone know you are
opposed to discrimination and act likeit. Try to
keep their persona opinions on non-work
issues to themsalves. Avoid assumptions
about entire groups of people. Don’'t tell or
condone jokes directed at any ethnic, racial,
sexual, religious, or age group. Manager’s
involvement in or tolerance of such matters
has been accepted by courts as evidence of
discrimination or a discriminatory attitude.

In addition, ONAP employeesin supervisory or manageria
positions have an dement on their Employee Performance
Panning and Evauation Sysem (EPPES) performance
evauation that measures their adherence and support of Equal
Employment Opportunity/Affirmative Employment (EEO/AE)
and culturd diverdty within the organization.

Alaska ONAP management personne wereinvolved in
developing and presenting a kit a the ONAP Staff Training
Conference that was at least insengtive to Native Alaskans and
was derogatory toward their culture and way of life.

The Deputy Assstant Secretary for Native American Programs
authorized the scheduling of a“ Skit Night” as an optiond
evening event for ONAP g&ff to attend. The ideawas that
“Skit Night” would be for team building, fun and entertainment.
The event was scheduled for the evening of December 8, 1999.
Headquarters ONAP asked area ONAP offices to participate
and indicated to them that it was not mandatory for officesto
present a skit or for staff to be present.



Finding 1

Skit summary

In response to the invitation to present skits, the Alaska ONAP
Adminigrator informed ONAP Headquarters that Alaska
ONAP would participate.

The Director of Grants Evauation for Alaska ONAP
volunteered to write and develop a skit for the office. He came
up with a* Star Trek” parody titled “The Enigma" The Director
of Grants Evauation sent the first draft to other Alaska ONAP
management team members (Adminigtrator, Director of Grants
Management, and Senior Advisor). The Alaska ONAP
Adminigtrator said he edited out a particular name of an
Alaskan Village Chief that wasin the origina skit. The skit was
electronicaly mailed to Alaska ONAP dtaff to ask for their
participation as actorsin the skit.

The Skit Night was a scheduled event on the training
conference agenda that took place in a conference room that
was reserved by ONAP for training. The skits were performed
on December 8, 1999, a the ONAP Staff Training Conference
in Reno, Nevada. Thosein atendance at the “ Skit Night” event
included the Deputy Assstant Secretary for Native American
Programs, ONAP Adminigtrators, Directors, Specididts, and
support staff.

The Alaska ONAP Director of Grants Evaluation stated he
believed the skit was videotaped for him by the Alaska ONAP
Adminigrator'sson. The videotgpe included “The Enigma’ skit
and portions of other Skit Night events. On February 10,
2000, the Director of Grants Evauation sent an office emal
offering a copy of the videotape to the Alaska ONAP taff.

We received a copy of the origina tape from the Director of
Grants Evaluation and reviewed the videotape and script of the
Alaska ONAP skit. The videotape we received from one of
the complainants was a duplicate of the Director of Grants
Evauation’s origind videotape.

The skit theme was that the Alaska ONAP staff were the crew
of the “Starship NAHASDA..” The “dtarship” was gpparently
orbiting Earth when the crew saw many groups of “primitive’
Sructures that were secluded in what they described asthe
“Northern quadrant.” One of the crew members stated that
there appeared to be “no reason for the structures to be there.”
ONAP sent ateam down to Earth to investigate one of the
villages and contact one of the Native villagers. The villager

7 2000-SE-107-0002



Finding 1

Participants included Alaska
ONAP management team

Methodology for interviews
conducted

Alaska ONAP staff
interviews

they met gppeared to be primarily interested in recelving
government money and the ONAP crew were trying to
undergtand the Native way of life and culture, in order to assst
them. In thiseffort, the crew mistakenly thought thet eeting out
of avillage honey bucket' was aNativeritua. Inthe end
ONAP was able to get emergency assistance for the Native
people because of their living conditions.

The videotape showed that the primary participantsincluded the
Alaska ONAP management team of the Administrator, Senior
Advisor, Director of Grants Management, and Director of
Grants Evduation, who dl were“actors’ inthe skit. The
“EnigmaCast” sheet on the front of the script indicated that a
Program Assgtant in Grants Management and two Grants
Evauation Specidist dso were “actors’ in the skit. Two Grants
Management Specidists also participated in narration and
technical support for the skit.

We judgmentaly selected three groups of individuasto
determine their perceptions of the content of the skit materid:

Alaska ONAP staff 13
Seettle ONAP staff 3
Non-ONAP HUD staff 11

Weinterviewed 13 of 17 Alaska ONAP staff members,
including the 10 staff that attended the skit. All 10 were
Caucasians. Nine of the 10 Alaska ONAP staff members
interviewed participated in the skit and one non-participant
attended the “ Skit Night” events.

We judgmentaly selected three of the seven remaining Alaska
ONAP employees that indicated they had not attended or
participated in the skit to independently view the videotape and
the script of the skit. The three selected included two Native
Americans and one African American. We sdected these
individualsin order to get amore diverse perspective from
Alaska ONAP gteff.

Eight of ten Caucasionsfelt the skit was appropriate

Eight of the ten Caucasians did not fed the skit was insengtive.
Comments included the following:

! Honey bucket is acommon term for a portable toilet.

2000-SE-107-0002



Finding 1

P Two dtated that they could see where some of the
content could be insengtive to Native Alaskans.

P All ten dated that they believed there was no intent for
the kit to be insengtive or offensve to Native
Alaskans. They stated the skit was intended to be
funny and a the same time show some of the unique
chdlengesin rurd Alaska

P None of the four management personnd thought the skit
was insengtive and fdt they were trying to educate
other ONAP offices about the chalenges they facein
Alaskathat are different from other aress.

P Two dtated that at |east one person had stated during
kit rehearsd s that some of the information in the kit
may border on being insengitive to Native Alaskans, but
that management personnd did not acknowledge the
person’s comments. However, Alaska ONAP
management personnd indicated they did not hear any
employee Sate that they were concerned with the
content of the skit.

P Oneindividud felt uneasy about participating in the skit,
but felt that backing out of the skit would indicate to
management that the person was not a team player.

P Two Alaska ONAP management officids said that
some work time was used to develop, prepare, and
rehearse the skit.

P One Alaska ONAP management officia did not
understand why the Ingpector Generd’ s Office was
inquiring into the Alaska ONAP skit. The person
stated that the skit and the videotape were meant for
after training hour's entertainment purposes of ONAP
gaff and not intended to get out to other offices or the
public.

Minority staff found the skit offensive

The three Alaska ONAP minority saff that viewed the
videotape and read the script of the kit felt it was offensive to
Native Alaskans and derogatory toward their culture.
Comments from the three were asfollows:

S 2000-SE-107-0002



Finding 1

Sedttle ONAP interviews

Non-ONAP HUD
interviews

2000-SE-107-0002

P Oneindividud stated that the honey bucket portion of
the skit was offensive to Native Alaskans and the “ Star
Trek” theme that depicted Native Alaskans as dien-like
beingswasinsenstive. It depicted Alaska ONAP crew
as superior to the Native Alaskans. The person said it
is particularly troubling in that these people serve the
Native Alaskan community. Theindividua thought thet
the skit videotape and script would cause damage to
HUD’ s relations with the Native Alaskan community
saw them.

P Ancther ONAP individual stated that the skit was a
joke at the expense of minorities. It appeared that
Alaska ONAP is appdled by Native living conditions.
It is not gppropriate to make fun out of another culture,
and the kit was degrading.

P Thethird individud dated the skit was offengve and
insengtive to Native Alaskans and their living
conditions. The honey bucket portion was not funny as
sewage is a serious problem in the Native Alaskan
community. Children are getting sick with hepatitis and
other diseases and the skit participants are making light
of this.

Seettle ONAP staff attended the ONAP Training Conference
and three individuds interviewed indicated thet they were
present for the Skit Night activities. We asked these individuds
guestions to determine their views on the sengtivity of the skit.
Two individuds were Caucasian and the other was Native
American.

None of the three individuas thought the skit was offensive.
Two of theindividuds aso did not fed the skit was insengitive.
The other did state the skit showed an ignorance of loca Native
customs.

We sdlected 11 non-ONAP HUD employeesin the
Anchorage, Alaska, and Sesttle, Washington offices, to review
the videotape and script of the Alaska ONAP skit to determine
their perceptions of the Alaska ONAP skit. These people were
judgmentally selected to represent a diverse group that included:

10



Finding 1

- Four Native Americang/Native Alaskans
- Two African Americans
- OneHispanic American
- Four Caucasian women

The non-ONAP HUD employees selected included managers,
professionds, specidists, and support personndl.

All 11 thought the skit was derogatory, in whole or in part,
toward Native Alaskans and their culture.

All four Native individuds found the kit offensve to Native
culture and the conditions in which Native Alaskanslive.
They commented that:

P The skit was disgusting and made fun out of Native
American living conditions. It was awaste of
government time and money.

P Theindividuas responsble for the skit appear to think
Native Alaskan lives are not good enough, and that our
cvilization is not seen as divilizetion & al. The honey
bucket portion was horrible. They are saying our
people are dirty and unclean.

P Alaska ONAP is making fun out of rurd Native living
conditions. The skit shows no respect for Natives or
thelr culture and is patronizing. It istroubling that these
people are responsible for assigting the Native
community.

P The kit was offengve to the Stuation of Netive
Alaskans. The problem isthat Alaska ONAP
adminigtration does not recognizeit. They are
patronizing toward Native Alaskans and have a“those
poor people” atitude. Most Native Alaskans don't fed
that way about their culture and heritage. ONAP

management needs sengtivity training.

One of the African American non-ONAP HUD employees
dated the skit was offensve and that management should
have known better than to do something like this. The
person stated it shows alack of human rdationstraining and
alack of ability to communicate with minoritiesto
understand wheat is offensive behavior.

1 2000-SE-107-0002



Finding 1

The other African American individud stated that the skit
portrayed Native Americansin avery negative light. The
skit was inconsiderate and in bad taste. It poked fun at the
problem of raw sewage and indicated Natives were
incapable of maintaining finances.

The Higpanic American individud interviewed could see
where the skit, especialy the honey bucket portion, would
be offensive to Native Alaskans.

The four Caucasan femaes dl described the kit as
offengve or insengtive. Commentsincluded:

P The kit was not very favorable toward Native
Alaskans. The parts about primitive structures and
there being no apparent reason for the settlements was
improper. It showed alack of respect for Native ways
and was offensve. It ismy gut feding that Alaska
ONAP does not like NAHASDA.

P The kit was crude, insengtive, and in bad taste. 1t was
insengtive to the people that ONAP works with.

P It wasapoor decison to put on such askit and it was
clearly insengtive to Native Alaskans and their culture.

P Itisclear that Alaska ONAP managers do not like
NAHASDA. They intended to be humorous, but it did
not come across that way. It showed ignorance.
Particularly offensve were that it showed Alaska
villagers as basicaly from another planet, and the part
of the honey buckets being atime honored tradition.

The results of our interviews of the three groups showed that,
Overdl results of the outside the Alaska ONAP participants, a clear mgjority (15 of
Interviews 18) of those interviewed found the skit to be derogatory,
insengitive, ignorant of, and/or offengive toward Native
Alaskans. Overdl, 17 of the 27 interviewed perceived a least
ingengitivity or ignorance toward Native Alaskans and thelr
culture and/or customs:

P Seven out of 16 Caucasans at least perceived the kit
could be insengtive to Native Alaskans.

2000-SE-107-0002 12



Finding 1

The kit was clearly
insendtive to Native
Alaskans

Alaska ONAP showed lack
of judgment and sengitivity
in not consulting Native
American gaff

P Six out of seven Native people found the skit offensive,
including the three Native Alaskans that viewed it.

b All three African Americans found the skit offendve or
derogatory.

P The one Higpanic American viewer perceived the kit
offensive to Native Alaskans.

Although the numbers of the three groups combined support a
conclusion that the skit was at least insengitive, we believe the
critica viewpoints are those of the Native peoples. Smply put,
Native people were the subject of the skit and Six out of seven
Nativesinterviewed found the skit offensive. This combined
with other racia minority views of the skit meke it clear thet the
skit was at least insengitive and could more accurately be
described as offensive.

In considering the disparity between the Alaska ONAP
participants views and those of other viewers, we believe that
Alaska ONAP gaff may have been clouded by the intent of the
skit. It appears that Alaska ONAP skit participants did not
intend to be insengtive or offensive. However, in areview of
this complaint we are not making a conclusion of what was
intended by the skit, but rather if the end result was that the skit
was insengtive. In trying to convey to their audience problems
and challenges Alaska ONAP faces in the unique environment
of Alaska, Alaska ONAP management failed to appropriately
consder sengtivity and respect for the Native Alaskan
community.

Alaska ONAP Administrator had a source of Native American
and Alaskan people in the AlaskaHUD office. However,
based on our interviews with Alaska ONAP managers and
Native American staff, no effort was made to consult them
about the content of the skit. This failure to communicate with
the Native saff clearly showed alack of basic cultura
awareness and sengtivity.

The Alaska ONAP Adminigtrator said he edited the skit, and
removed from the skit a specific name of a Native Alaskan
chief. Thiswould appear to be an attempt not to offend a
particular individual. However, it seemsthat the Alaska ONAP
Adminigtrator and the other Alaska ONAP management team
members missed the big picture of the effect of the skit on the
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Finding 1

Insengtivity and other
problems may exist one
broader level within Alaska
ONAP
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entire Native Alaskan community and the pridein their heritage
and culture. Thefact that the skit was presented at a hotel
conference and videotaped displayed alack of foresght and
consderation of public perception should the skit or videotape
be viewed by those outside ONAP.

During interviews with Alaska ONAP g&ff, they provided
information which indicates the skit may be part of a broader
problem of insengtivity, preferentia treatment, disrespect, and
miscommunication between the ONAP management team and
their gaff. Of the 13 non-management/supervisory staff
interviewed, 10 out of 13 stated that they believe that managers
in the Alaska ONAP lack managerid skillssuch as
communication, humean relaions, and mutua respect for
employees. Furthermore, 8 out of 13 percelve that managers
and/or supervisors practice preferentia treatment or
discrimingtion.

We bdieve that the performance of this skit had the following
impacts on HUD:

(2) It reinforced an environment in Alaska ONAP where
insengtive or offensve materid may be seen astolerable.
This can best be portrayed in the fact that during the time
the Office of Ingpector Generd (OIG) auditors were at
Alaska ONAP in June 2000, someone put a comic strip on
aminority employees desk that was percelved as an attack
on theindividua’s character. Thiswas done after the
employee that received the comic strip was interviewed by
OIG auditors. The Alaska ONAP Administrator put out an
e-mall message to aff Sating that this type of behavior
would not be tolerated and that the person responsible may
face disciplinary action. However, no follow-up action was
taken to determine who was responsible.

(2) The videotape and/or script of the Alaska ONAP sKit, if
seen by the public, could adversely affect the confidence of
the public in the integrity and objectivity of the federd
government. Thisis cearly displayed in the reponses to
the skit by those that viewed the script and videotape
outside ONAP.

(3) Based on the reaction to the skit by Native Alaskan
viewers, the skit could measurably damage relations
between HUD and the Native Alaskan community.

14



Finding 1

Why did this occur?

Conclusion

In our opinion, the presentation of this skit was the result of
current Alaska ONAP management’s' lack of professiond
judgment and sengitivity in administering a diverse workforce
and public they serve. Attitudes and skills that need to be
deveoped or refined incdlude culturd sengtivity, human relations,
communications, and diversty leadership.

We reviewed training provided to thosein Alaska ONAP
leadership pogtionsin the padt five years to determineif this
might be afactor in the lack of sound judgment and sengitivity
displayed toward Alaskan Natives (see Appendix B).

Cultura Sengtivity training was provided to the administrator
and directorsin 1996. A communications course was taken by
the Grants Management Team Leader and Director of Grants
Evauation.

Thereview of training indicates thet training in the aress of
cultura sengtivity, EEO, communications, and human rdations
may be beneficid for the following reasons

Team Leader postions were filled in June 2000, and these
individuals have not had the opportunity to attend this type
of training, particularly from aleadership perspective.

The administrator and directors have had culturd sengtivity
training, but it was four years ago.

Alaska ONAP will soon be getting a new director in Grants
Evauation, as the incumbent had accepted a Community
Builder pogtion.

The mogt reliable benchmark asto the insengtive or offensive
nature of this skit lies with the Native American and Native
Alaskan community. Thisisespecidly true in that the skit was
performed by a section of HUD whose mission isto servethe
Native American community. Through the Native Alaskan and
American reaction, we determined that Alaska ONAP
management was &t least insengtive to Native Alaskans.

Alaska ONAP management displayed poor judgment in
performing this kit. The comment by one of the management
offidas on the intent of the skit staying in ONAP dso
represents a serious lack of judgment. Government employees
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Finding 1

Auditee comments

Recommendations:

are public servants and have to consder that everything we do
is subject to public scrutiny. This mindset is critica for all
government employeesin order to meet the god of restoration
of public trugt.

A framed statement on the wall of Alaska ONAP reads;

Native Alaskans are not an interruption of our business,
but the purpose of it. That Native Alaskans were not an
outsider, but a part of our business; and, if it were not for
Native Alaskans, there would be no reason for our work.

The skit gppears to be, in many ways, contradictory to the
proclamation on their wall. The Native Alaskans were shown
to be dmogt an dien civilization, and not apart of ONAP's
business. The skit gppeared to pity the Native Alaskan culture
and way of life. Themeretitleof the skit, “The Enigma,”
gppeared to indicate either alack of understanding or lack of
respect for Native Alaskan village life by Alaska ONAP
management personnel.

The Assigtant Secretary of Public and Indian Housing agreed
that any appearance of racid or culturd insengtivity at HUD will
not be tolerated. The Assistant Secretary stated that the Office
of Native American Programsis ready to implement the
recommendations in the report.

We recommend that the Assstant Secretary for Public and Indian Housing:

1A.  Direct the Alaska ONAP Adminigtrator to issue a public apology.

1B. Reguiretheindividudsin Alaska ONAP at the GS-13, or equivaent level, and
above to attend intensive culturd sensitivity, EEO, communications, human reations,
and diversity leadership courses. A training continuum should aso be developed to
ensure managers atend such training at regular intervals.

1C. Reguiredl Alaska ONAP staff to attend a cultural sensitivity and EEO course,

1D.  Review thismatter and consider if disciplinary action againgt those that presented
insengitive jokes and materid at the ONAP Training Conference, is appropriate.

2000-SE-107-0002
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Finding 2

Headquarters Office of Native American Programs (ONAP) officials did not hold accountable
for their actions those responsble for presenting offensive or insensitive material at the
ONAP Staff Training, and have not been proactive in oversight and management of Alaska

ONAP.

Managers need to be able
to recognize and address
incidents that negetively
affect its employees and
work environment

The department’ s position is clear that racid or culturd
insengitivity and offensive materid are not to be tolerated. Itis
aso clear that it is management’ s primary responsibility to
ensure aworkplace free from discrimination, insengtivity,
hodtility, and other barriers to a positive work environment and
equa opportunity for al employees.

The Code of Federad Regulations (24 CFR, Part 7), Paragraph
7.15 (b)(f) Satesin part:

All managers and supervisors are responsible for:

Evauating subordinate managers on ther
performance of Equal Employment
Opyportunity/Affirmative Employment
(EEO/AE) responghilities; and

being proactive in addressng EEO/AE
issues through sound management and
personnel practices.

The guidebook, Personnel Practices for Supervisors, issued by
HUD Human Resources Department, Section V111, Page 43,
datesin part:

To prevent discrimination you (Supervisors)
must:

provide positive leadership and support for
the EEO Program;

maintain relationships with dl those
supervised in amanner that fosters effective
teamwork and high morde; and

promptly take or recommend appropriate
action to overcome any impediment to the
achievement of the objectives of the

EEO Program.
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Finding 2

Managers need to be
proactive with sound
management and personnel
practices
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The Agreement Between HUD and the American Federation of
Government Employees, Directive 314.0, saesin Article
19.01 (emphasis added):

Management will promote full redization of
equa employment opportunity goas through a
pogitive and continuing effort. Such efforts
shdl incdlude the eradication of offensve
remarksin the workplace.

The Federd Manager’s Guide to EEO, published by FPMI
Communications, Inc., statesin Chapter 4, Page 57:

A manager should let everyone know you
are opposed to discrimination and act like
it.

Try to keep their persona opinions on non-
work issues to themselves.

Avoid assumptions about entire groups of
people.

Don't tell or condone jokes directed at any
ethnic, racid, sexud, religious, or age
group.

Manager’ sinvolvement in or tolerance of
such matters has been accepted by courts
as evidence of discrimination or a
discriminatory attitude.

The Deputy Assstant Secretary for Native American Programs
did not hold those that presented insengitive or offensive

materid at the ONAP Staff Training Conference accountable
for their actions.

We determined that the Deputy Assstant Secretary for Native
American Programs did not:

recognize materia that might be insengtive or offensve.

take appropriate action when determining that employees
were offended by subordinate administrators  actions.

monitor area ONAP offices on work environment issues.

The Deputy Assistant Secretary for Native American
Programs was present at the ONAP Staff Training Conference

18



Finding 2

Offensve joke told

Skit Night activities while Alaska ONAP presented their skit,
“The Enigma.” Also, present were ONAP Adminigtrators,
Directors, and other staff.

The Alaska ONAP Administrator said that no action was
taken againg him or any of his saff by the Deputy Assgant
Secretary for Native American Programs, in response to the
presentation of the kit at the training conference. The Alaska
ONAP Adminigrator stated that the Deputy Ass stant
Secretary did inform him that they would have no more skits a
ONAP events.

The Deputy Assistant Secretary said she was present during the
Alaska ONAP skit, but was not paying close attention to the
kit presentation, and therefore would not respond to questions
about the sengtivity of the skit.

The Deputy Assistant Secretary provided us with a copy of an
e-mail complaint, sent to her on February 24, 2000, about the
Alaska ONAP skit. The Deputy Assistant Secretary
responded to the complainant tating that she felt Alaska
ONAP was nat trying to be offensive and was trying to use
humor to enlighten the audience about a serious Situation. The
Deputy Assgtant Secretary aso told the complainant that the
complainant should focus on educating those that they perceive
offended them in order to make them our (Native Americans)
advocates.

The Deputy Assistant Secretary received and provided us a
second complaint in reference to an acting Adminigtrator in
ONAP telling ajoke at the training conference that the
complainant felt was offensve to Native Americans. The joke,
aso provided to us by the acting Administrator who confirmed
he told the joke, began with an intoxicated individud being
stopped by atriba police officer.

The complainant felt that this clearly portrayed that the drunk
was a Native American. The complainant stated alcoholismin
Native American country is a serious problem and described
the reference in the joke as “ disgudting, insengtive, and
shameful.” The complainant was aso upset that no other taff,
including the Deputy Assistant Secretary, picked up on the
inference and asked that the insengtivity be addressed quickly.
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Finding 2

Many Alaska ONAP
employees express
frigtration

Secretary’ s Representative
survey

No action taken by Acting
Assistant Secretary for
Public

2000-SE-107-0002

In response, the Deputy Assistant Secretary told the
complainant she would handleit. The acting Adminigtrator that
told the joke informed us that he did gpologize to the
complainant. However, we determined that the apology did not
take place until June or July 2000, at least Sx months after the
incident. The complainant indicated he had dmost forgot about
the incident when the gpology was received. Thistiming
indicates the Deputy Assistant Secretary did not follow up with
the acting Adminigtrator to ensure the response to the offended
individud wastimely.

During interviews of Alaska ONAP employees, many
expressed their frugtration about management and morde
problems that they characterized as being persistent for
numerous years in Alaska ONAP. Some employees referred
to asurvey conducted by the Northwest/Alaska Didtrict
Secretary’ s Representative that began in November 1996.

The employees stated that they did not believe that any follow-
up was done as aresult of the survey. Some employees
indicated they were skeptical becauise of past history that no
matter what Office of Inspector Genera (OIG) determined in
our review, no action would resullt.

The Northwest/Alaska Didtrict Secretary’ s Representative
conducted a survey of the Alaska HUD office in November
1996. A copy of the results of the survey and a follow-up vist
in February 1997 by the Secretary’ s Representative were sent
to the Acting Assstant Secretary for Public and Indian Housing
on March 7, 1997. The Secretary’ s Representative informed
the Acting Assstant Secretary of his concernsinvolving Alaska
ONAP adminigration that were smilar to those we noted
during our interviews of Alaska ONAP employees.

The Secretary Representative recommended that the Assistant
Secretary for Public and Indian Housing conduct an on-site
review and a survey of gaff.

The Northwest/Alaska Didtrict Secretary’ s Representative
office and Alaska ONAP employees were not aware of any
follow-up action conducted by any office to further review the
concerns noted by the survey. The individuds in the Office of
Public and Indian Housing that would have been respongible for
responding to these issues are no longer with the department.
As such, we are unable to determine if any actions or
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Finding 2

Planned reviews do not
include work environment
or far treatment issues

Timey and appropriate
action could have prevented
Senatorid and potentia
public inquiry

discussons within the Office of Public and Indian Housing
occurred with regard to Secretary’ s Representative’ s survey.

However, the current Alaska ONAP Administrator and two
Alaska ONAP directors were in Smilar management or
supervisory postionsin Alaska ONAP during the time of the
Secretary’ s Representative’ s survey. Given the comments
provided by Alaska ONAP gaff and the results of the survey,
we contacted Headquarters ONAP officias responsible for the
oversght and evauation of area ONAP offices and their
adminigtrators to determine results of any past reviews
conducted by their office. The person primarily responsible
was the ONAP Director of Field Operations. He Stated that,
to his knowledge, Headquarters ONAP has never conducted a
review of the Alaska ONAP office.

The ONAP Director of Field Operationsis planning to conduct
reviews of adminigtration and operations of dl area ONAP
offices every two years. The first review was being conducted
at the time of our fieldwork in the Chicago ONAP office. A
review of Alaska ONAP is planned for 2001.

The objectives of the most updated review guide planned for
use in the reviews of the ONAP offices do not specificdly
include ensuring that EEO/AE regulaions, policies, and goas
are being met by management nor office environment/morae
issues. Furthermore, dthough some procedural stepsin the
guide may indirectly uncover ingtances of unfair treetment or
other smilar problems, the guide does not have specific steps
that are intended to review al such instances.

The ONAP Director of Field Operations, who is the evaluator
for ONAP fidd office adminidrator said it was difficult to
measure the EEO/AE and cultura diversity eement of the
Employee Performance Planning and Evauation System
(EPPES) evduation, since heisin Washington D.C. and cannot
see adminigrators  day-to-day interactions with staff.

The “skit incident” became the subject of Senatorid inquiry at
least part because the Deputy Assistant Secretary for Native
American Programs did not make administrators accountable
for presentation of materid that was offengve or insendtive, nor
communicate to saff alack of tolerance for such behavior. The
actions taken in response to the incident were not appropriate,
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Concluson
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and actions that were taken were not followed up on to ensure
they were donein atimely manner.

Headquarters ONAP was not proactive in addressing EEO/AE
issues through their management practices. Not performing
periodic reviews of adminigtration relative to such issues has
a0 resulted in alack of accountability. Review of such issues
will communicate to saff that management takes fair trestment,
EEO, and other work environment issues serioudy.

The Deputy Assistant Secretary did not take adequate action.
People in leadership postionsin ONAP were involved in
presenting a culturaly insendtive skit and telling an offensve
joke. Both of these were directed at the Native people that
ONAP serves and were done in front of ONAP staff.

Although there may have been only two complainants, many
more staff observed the skit and the joke, and may have drawn
conclusions about what is considered appropriate standards of
conduct in ONAP. The failureto take any actionisnot in
keeping with HUD' s policy for such behavior in the workplace.
This was an opportunity for Headquarters ONAP management
to communicate to dl saff that telling race-related jokes or
meaking light of another culture’ svaues or way of life are not

appropriate.

It isaso our opinion that the “ Skit Night," dthough conducted
in the evening and optiona, was clearly done in aworkplace
environment. 1t was an ONAP event that was on the training
conference schedule and agenda. The skits were conducted in
conference rooms reserved for the training conference and had
personnel in leadership positions both attending and
participating in the event. Any presentation of such materid in
such an environment equates to the office environment.

The Deputy Assistant Secretary’ s comments to the person that
complained about the skit to focus on educating those that
offend them, dthough well intended, were not gppropriate. Itis
not the respongbility of an employee to educate their manager
about insengtive and offensive behavior aswas suggested. The
chain of command is responsible for ensuring thet a manager is
aware that their conduct may have been inappropriate, reinforce
thiswith dl saff, and provide appropriate training.



Finding 2

Auditee comments

Recommendations:

The EEO and other employee environment and morae issues
arevitd in ng the effectiveness of the adminigtration and
operations within an office. Thisisespecidly truein ONAP
where adminigtrations work with diverse populations both in the
office and in the public. Insenstive materid or behavior can not
be tolerated in ONAP because of the vital importance of
maintaining a posgtive relationship with the Native American
community and because of the diversity within its work force.

The Assistant Secretary agreed that if one person is offended
then actions need to be taken to ensure the problemis correct.
The Assstant Secretary reinforced in his comments that he
knows that the Office of Native American Programs believesin
the programs it administers and has tremendous regard for the
Native Americans they serve and work with everyday. He
added that the Office of Native American Programsis ready to
implement the recommendations in the report.

We recommend that the Assistant Secretary for Public and Indian Housing:

2A.  Amend area ONAP office review guides to specificdly include compliance with
EEO/AE regulations, policies, guidance, and goas and a measurement of office
environment and morale.

2B.  Issue amemorandum Stating there is zero tolerance and disciplinary guiddines for
jokes, comments, or other materid that is offensive or insengitive to any ethnicity, race,
seX, disability, religion, color or other class of people.
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Finding 3

An unauthorized individual attended the Office of Native American Programs (ONAP) Staff
Training Conference at government expense because ONAP officials did not consider
relevant travel laws and regulations.

We did not find any evidence to support allegations of misconduct by employees during the
conference, in part because ONAP did not have good controls over attendance.

Overall the ONAP Staff Training Confer ence appear ed to be effective and efficient.

Volunteer Trave

Federa guidance for travel
expenses

Authorizing avolunteer to travel a government expenseisnot in
accordance with United States Code. Managers must be
mindful of applicable laws and regulations prior to making
decisgons, especidly those that they are not confronted with on
aregular basis. 31 USC, Section 1345, Expenses of
Meetings, only dlows meeting expenses for government
officids and employees on officid duty:

An appropriation may not be used for trave,
trangportation, and subsistence expenses for a
meseting. This section does not prohibit (1) an
agency from paying the expenses of an officer
or employee of the United States Government
carying out an officid duty.

In Invitational Travel, paragraph C2 (b)(2) of Chapter 4 of
Principles of Federal Appropriation Law, the Generd
Accounting Office dlows that an agency may invite a private
individual to ameseting or conference a government expense
only if that individud islegitimatdy performing a direct sarvice
for the government, such as making a presentation or advising in
an area of expertise.

United States Comptroller General Decisions, 60 Comptroller
General 456; 1981 United States Comptroller Generd, Satesin

part;

As to the possible application of 5 USC 5703,
that statute provides Federa agencies generdly
with authority to pay the travel expensesof a
person serving the government without pay.
Application of the gatute is limited to persons
who may properly be regarded as experts,
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Finding 3

ONAP approves volunteer
travel

Volunteer’stravel should
not have been approved

Conclusion
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consultants, witnesses, attendants, or other
advisors or aides, when they are caled away
from their homes at the request of an agency to
perform adirect service for the government.
(emphasis added)

Alaska ONAP Senior Advisor asked Headquarters if their
volunteer, who performs various duties for ONAP, could attend
the Training Conference in Reno, Nevada. The Alaska ONAP
Adminigtrator was aware of the volunteer’ s attendance, and the
Deputy Assstant Secretary for Native American Programs
verbaly approved the volunteer’ stravel and attendance at the
training conference. The volunteer’ stravel orders were
submitted with the rest of the Alaska ONAP gtaff and al were
signed by the Headquarters ONAP Director of Field
Operations.

Tota trave costs for the volunteer came to $1,468.66.

The ONAP Training Coordinator used Section 301-71.101 of
the Federd Travel Regulation as the authority for dlowing the
volunteer to travel. This section Sates the person authorizing
travel must congder if travel is necessary to accomplish the
purpose of the government effectively and economicaly. The
coordinator stated that the Deputy Assstant Secretary for
Native American Programs felt it was necessary for dl ONAP
deff to be a the traning.

Interviews of Alaska ONAP management personnel and the
volunteer indicated the volunteer did not attend the conference
as an expert, consultant, advisor, or aide. The volunteer
attended to receive support training and meet people from other
ONAP offices. No direct service to the government was
provided by the volunteer, and areview of training materias
confirmed the volunteer did not present any training or provide
any expert assstance.

Asareault, $1,468.66 was improperly expended. This
occurred because ONAP officias did not consder dl relevant
laws and regulations when determining if it was proper for the
volunteer to travel a government expense.

The volunteer in Alaska ONAP is consdered avalued asst in
ther office. The volunteer asssts ONAP employees in many
ways and is consdered very dependable. The persondsois
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Finding 3

reported to have computer skills that alow the office to function
more efficiently. However, despite efforts to reward the
volunteer for hard work and the perception of Headquarters
officids that it was necessary for the volunteer to attend, it was
an improper decison to authorize the volunteer to attend the
conference a government expense. ONAP officias probably
do not get requests for volunteersto travel at government
expense on aregular basis and should have taken extra
precautions to research laws and regulations to ensure they
were acting in accordance with requirements.

Employee Conduct

Employess must maintain
public trust and comply with
standards of conduct

All but afew employees
indicated no misconduct
occurred

HUD employees must keep in mind that they are public
servants and that the public expects high standards of ethical
conduct and for government employees to act responsibly and
safeguard resources. Employees at training conferences outsde
government facilities are in the public spatlight and any
misconduct can cause damage to public trust in the government.

A letter, sgned by HUD Secretary Andrew Cuomo, dated June
1997, used as a preamble to the HUD Ethics Policy satesin

part:

Asyou know one of my top priorities as
Secretary of HUD isto restore the public’'s
trust in the department.... The (ethics) rules as
st forth are recognized as minimum standards
of federd government employees.

5 CFR, 2635.101 dtatesin part:

Employees shdl endeavor to avoid any actions
cregting the gppearance thet they are violating
the law or ethical standards.

In our interviews of ONAP employees in the Anchorage,
Alaska, and Sesttle, Washington, we asked if they were aware
of any conduct by employees or anything else they percaived as
unprofessiona or unethicad. Two employees stated they saw
unprofessona conduct by employees. Specificaly, employees
gambling during the time they were required to bein training.
However, there was no evidence to support these dlegations.
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Finding 3

No attendance controls for
training sessons

Conclusion

All othersinterviewed stated they saw no misconduct by
ONAP employees. Thisincluded no gambling or employees
under the influence of acohal during training.

Interviews from contractors that either supported or presented
training at the conference aso indicated that they were not
aware of any unprofessiona or unethica conduct by

ONAP employees.

It was clear from the interviews that no Sgn-in sheets or other
measures were used during the training conference to control
time and attendance at sessons. All management and staff
interviewed ether indicated that no sign in was required or
could not remember. The contractor respongble for logistica
support confirmed no sign in was required during the
conference.

Interviews of ONAP managers and supervisors indicated that it
was individua supervisor’'s responghbility to watch their
employees to ensure they attended required training. This
included plenary sessionsthet al or nearly dl 167 participants
were required to attend.

Because there were no controls over time and attendance, we
could not subgtantiate if any employeesfailed to attend required
traning.

Based on the fidldwork performed, there was not substantive
evidence to indicate there was employee misconduct during
required sessons a the ONAP Staff Training Conference.

The risk of damaging public trust is evident in this complaint.
There were alegations of misconduct by employees, and no
documentation to indicate who atended the training. Even
though these dlegations could not be substantiated, ONAP
should have conddered that in a casno environment it is easy
for the public to get the wrong impression of what ONAP
employees were doing & the location.

Effectiveness and Efficiency of Training

Federa guidance on travel
and trainina

2000-SE-107-0002

Managers mugt ensure thet travel isfor legitimate government
purposes and that the travel is necessary to accomplish the
purposes of government. Furthermore, efforts must be made to
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Finding 3

Conference travel was
appropriate

L ocation of Reno chosen
primarily on effectiveness
and efficiency

Mgority of gaff interviewed
fdt there was vadue in the
traning

enaure thisis done in the most effective, efficient, and
economica manner possible.

5 CFR, 301-1.101 statesin part:

It isthe policy of Government that agencies
shdl authorize only thet travel whichis
necessary to accomplish the purposes of
government effectively and economicaly.

5 CFR, 410.303 states in part:

Federd employees share with their agenciesthe
respongbility to identify training needed to
improve individua and organizationa
performance and identify methods to meet
those needs, effectively and efficiently.

Based on our fiddwork, we concluded that the training was
effective and efficient with vaue in the training provided to
employees.

The conference was held to train ONAP staff on job position
duties and respongbilities in accordance with union agreements.
Thetraining was an dl saff training conference which had been
recommended by a consultant to improve morae.

Although it is questionable if a casino resort is the most prudent
choicefor training, Reno is centrally located in relaion to the
ONAP fidd offices and had necessary space to accommodate
the 167 participants in the relatively short time frame ONAP
had to complete the training. Reno was aso close to Native
American reservations in order for atour to be taken by staff
and for aNative American officia to spesk a the conference.

The training schedules reviewed indicated that required training
was scheduled throughout the day and overal appeared to be
on specific or generd work related subjects. Training
evaudions reviewed indicated that overall, the Saff rated the
training conference favorably.

We sdlected ONAP employees in the Anchorage, Alaska, and

Sesttle, Washington, to get their perceptions of the value and
efficiency of the training conference. The results of these
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interviews indicated that a mgority of employees found the
training effective and efficient.

Therewas vadue in training for amgority of employees.
Conclusion Evaluations and comments appeared as awhole to be positive

toward the conference. Overall, thetraining appeared to meet

government purposesin an effective and efficient manner.

The Assstant Secretary stated that he was pleased that we

Auditee comments included the positive results of the training conducted for the
ONAP gaff. The Assistant Secretary added that the training
was beneficia to the Department. He stated that the Office of
Native American Programs is reedy to implement the
recommendation in the report.

Recommendation:
We recommend that the Assstant Secretary for Public and Indian Housing:

3A.  ONAP officids ensure adequate controls are in place over attendance at future
organizationd training.
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Management Controls

In planning and performing our review, we consdered Office of Native American Programs (ONAP)
management controls relating to our objectives to determine our procedures and not to provide
assurance on interna controls.

Management controls over program operations include policies and procedures that management has
implemented to reasonably ensure that a program mesets its objectives. The components of interna
control are interrdlated and include integrity, ethical vaues, competence, and the control environment
which includes establishing objectives, risk assessment, information systems, control procedures,
communication, managing change, and monitoring. The entity’ s management is responsible for
edtablishing and maintaining adequate systems of management controls.

Relevant controls For the purpose of our review, we determined the management controls
relevant to our objective were ONAP s policies, procedures, and practices
relaive to:

ensuring the work environment is free of offensive or insengtive materia
and behavior.

oversight and evaluation of ONAP offices by Headquarters ONAP to
ensure management’ s compliance with work environment requirements.

compliance with travel and training requirements.
management’ s philosophy and Strategies.

Scope of work We evduated the categories above by assessing control design,
implementation, and effectiveness.

A dgnificant control weakness exigts if the controls do not give reasonable
assurance that: action is taken to ensure the work environment is free of
offengve or insengitive materia or behavior; complaints and work
environment issues are gppropriately addressed in atimely manner; the
organization safeguards resources by ensuring compliance with travel and
training requirements.

Assessment Results Basad on our review, we identified the following significant control
weaknesses in ONAP management controls:

ONAP fidd office adminigtrators failed to recognize that materid they

presented was culturaly insengitive or offensve to Native people (see
Finding 1).
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Headquarters ONAP failed to recognize materid that was presented by
adminigrators was offensve or insenstive (see Findings 1 and 2).

Headquarters ONAP failed to take timely and appropriate action to
address complaints by employees regarding materid or actions
perceived as offensve (see Finding 2).

Headquarters ONAP has not conducted areview of Alaska ONAP
office and had not previoudy conducted regular reviews of ONAP fidd
offices. Planned reviews of programs and administration did not
specificaly included objectives of ensuring adminigtration’s compliance
with work environment issues (see Finding 2).

Headquarters ONAP did not ensure appropriate regulations were

consdered when determining if an individud is authorized to trave a
government expense (see Finding 3).
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Appendix A

U. S. Department of Housing and Urban Development
Washington, D.C. 20410-5000

September 26, 2000

OFFICE OF THE ASSISTANT SECRETARY
FOR PUBLIC AND INDIAN HOUSING

MEMORANDUM FOR: Robert H. Woodard, Assistant, District Inspector General for
. Audit, 0AGA

FROM: Harold Lucas, Askfstant Secr ,P

SUBJECT: Draft report on Office of Native American Programs
Staff Training Conference, Reno, Nevada, December 6-9, 1999

[ have reviewed the subject draft report and appreciate the diligence taken in
following up on the complaint received. I share your concern and agree that any
appearance of racial or cultural insensitivity at HUD will not be tolerated. Although it
appears as if no harm was intended in the presentation of the skit, if one person is offended
then action needs to be taken to ensure that the problem is corrected. Iknow that the
Office of Native American Programs (ONAP) believes in the programs it administers and
has tremendous regard for the Native Americans they serve and work with everyday.

[ have a concern regarding the surveys identified in the report which are used to
substantiate alleged management and morale problems. There is no evidence that the
surveys were conducted in a scientific manner. Officials who were notified of the results
of the Secretary Representative’s survey are no longer with the Department and were
evidently not interviewed regarding their response to the survey results. The survey results
from the American Federation of Government Employees survey are provided for the
Alaska office without any comparison of the results of the same survey in other HUD
offices; therefore, the reader cannot determine whether the Alaska office fares better or
worse then other HUD offices. I respectfully request that the information on both surveys
be removed from the report.

I am pleased that the report also includes the very positive results of the training
conducted for the ONAP staff. Notwithstanding the incident with the skit, an
overwhelming majority of the staff provided feedback through evaluations indicating that
they thought the training sessions were effective and efficient. The training was obviously
beneficial to the Department and it is unfortunate that the skit cast a shadow over an
otherwise effective training.

The Office of Native American Programs is ready to implement the
recommendations and take the actions necessary to ensure that; in the future, no individual
is offended by the actions of this Office.
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Appendix B

EEO/Diversity-Related Training for Alaska ONAP Officials
Over Past Five Years

Position Cultural EEO Communication Human Diversity
Sensitivity Relations Mgmt.
Administrator Cultural Sensitivity/Indian NA NA NA NA
Lav 09/96
Director, Grants Cultural Sensitivity/Indian NA Communication NA NA
Evaluation* Law 09/96 Systems 03/00
Director, Grants Cultural Sensitivity/Indian NA NA NA NA
M anagement Law 09/96
Senior Advisor NA NA NA NA NA
Grants M anagement NA NA Communication NA NA
Team Leader** Systems 03/00
Grants Evaluation NA NA NA NA NA
Team Leader

* The Director of Grants Evaluation has been selected for a new position of Community Builder and will
be vacating the position as soon as approved by Headquarters.
** Team Leader position wasfilled in June 2000; the individual took the course prior to becoming a
Team Leader.
NA = No specific training in this area noted for past five years.
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Appendix C

Distribution

Harold Lucas, Assstant Secretary for Public and Indian Housing
Secretary

Secretary’ s Representative, 0AS

Deputy Secretary

Chief of Staff

Office of Public Affairs

DAS, Office of Native American Programs

DAS for Adminigtrative Services, Office of the Executive Secretariat
DASfor Intergovernmenta Relations

Deputy Chief of Staff for Policy

Deputy Chief of Staff for Programs

Speciad Counsd to the Secretary

Specid Assigtant to the Deputy Secretary for Project Management
Acting Assgtant Secretary for Adminigration

Assgant Secretary for Congressiond and Intergovernmental Relaions
Senior Advisor to the Secretary, Office of Public Affairs

Deputy Chief of Staff

Deputy Chief of Staff for Operations

Deputy Chief of Staff for Programs & Policy

A/Sfor Public Affairs

Specia Assstant for Inter-Faith Community Outreach
Executive Officer for Admin Operations and Management
Senior Advisor to the Secretary for Pine Ridge Project

Generd Counsdl

Assgant Secretary for Housing/Federal Housing Commissioner
Assgant Secretary for Community Planning and Development
Office of GinnieMae

Assgant Secretary for Fair Housing and Equal Opportunity
Chief Procurement Officer

Assgant Secretary for Public & Indian Housing

Chief Information Officer

Director, Office of Departmental Operations and Coordination
Acting Director, Redl Estate Assessment Center

Director, Office of Multifamily Assstance Restructuring
Assgant Deputy Secretary for Field Policy & Management
Audit Coordinator - ONAP

Adminigirator, Northwest - Segitle
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Director, Office of Budget

Acquistions Librarian, Library

Armando Falcon, Director, Office of Federa Housing Enterprise Oversight, 1700 G Street
NW, Room 4011, Washington, DC 20552

Frank Edrington, Deputy Staff, Director, Counsdl, Subcommittee on Crimind Justice, Drug Policy
& Human Resources, B373 Rayburn House Office Building, Washington, DC 20515

Cindy Fogleman, Subcommittee on Oversght and Investigations, Room 212, O’'Nell House Office
Building, Washington, DC 20515

Judy England-Joseph, Director, Housing and Community Development Issue Area, United States
Generd Accounting Office, 441 G Street, NW, Room 2474, Washington, DC 20548

Steve Redburn, Chief Housing Branch, Office of Management and Budget, 725 17 Street, NW,
Room 9226, New Executive Office Building, Washington, DC 20503

The Honorable Ted Stevens, United States Senate, 222 7™ Avenue, #2, Anchorage, Alaska 99513

The Honorable Fred Thompson, Chairman, Committee on Governmenta Affairs, 340 Dirksen
Senate Office Building, United States Senate, Washington, DC 20510

The Honorable Joseph Lieberman, Ranking Member, Committee on Government Affairs,
706 Hart Senate Office Building, United States Senate, Washington, DC 20510

The Honorable Dan Burton, Chairman, Committee on Government Reform, 2185 Rayburn
Building., House of Representatives, Washington, DC 20515

The Honorable Henry A. Waxman, Ranking Member, Committee on Government Reform,
2204 Rayburn Building, House of Representatives, Washington, DC 20515

Deputy Assstant CFO for Financial Management

Director, Audit Coordination and Management Division

Director, Risk Management Divison

CFO Audit Liaison Officer

Primary Audit Liaison Officer - Fort Worth

Office of Government National Mortgage Association

Assgant Secretary for Fair Housing and Equal Opportunity

Director, Office of Departmental Equa Employment Opportunity

Office of the Chief Financid Officer

Director, Enforcement Center
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