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UNITED STATES POSTAL SERVICE
;‘n i’{tntm g!cu;%:
aahington,

Mr. Robert L. Tunstall

Assistant Director

Clerk Craft pivision .

American Postal Workers DEC g Eﬁ&::
Union, APL-ClO

817 l4th Street, H.W,
Washington, D.cC. 20005-3399

Re: D, Smith .
St. Louis BMC, MO 63200-9998

B4C-4X-C 11812

Dear Mr, TUnstalgx

On July 21, 1986, and again on November 10, 1986, we met to
discuss the above-captioned grievance at the fourth step of
our contractual grievance procedure, '

The issue {n this grievance is whether management improperly
denied the grievant’s request for & union representative

during an investigatory interview,

The parties at this level agree that under the Weingarten
rule, the Employer must provide a union rapresaﬁ??i???‘?ﬁ the
employee during the course of {ts investigatory meeting where

the employee requests such representation and the employee
has a reasonable belief that discussions during the meeting
might lead to discipline (against the employee),

Whether or not an employee reasonably believes that
discipline will result from the investigatory interview i{s a
factual dispute suitable for regional deternination based

upon the particular circumstances,

Accordiﬁqu, ve agreed to remand this case to the parties at
Step 3 for further processing, including arbitration ir

necessary,
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Mr, Robert L. Tunstall 2

Please sign and return the enclosed copy of this letter as
your acknowledgment of agreement to remand this case.

Sincerely,

DA,
W . L [-{3 -1
Muriel A, Alkens Robert Tunstall

Labor Relations Department Assistant Director
Clerk Craft Division
American Postal Workers Onion,

AFL-CIO
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APTil 24, 1986 gy
IS L™
.

S; ueslh .
M Cat T
Lre William Burcus

[xacutive Vvice Preajdent Cuph - O

Ar:erican Postal lWorxere }ffﬂ NA-C T8
Union, AFL-CID

817 l4tn Street, N,W.

Vashington, D.C. 20005-334¢

Dear r, Rurrus:

Recently, you met with Sherry Cagnoli, Office of Labior Law,
in prearbitration discussion of case nusber H1C-va=C 96,
Haghington, D.C, The parties mutuelly ayrsed to a full and
final dettlement of this case as follows:

The parties agres that the right to a stewars or
union representative under Article 17, Section 3
applles to questioning of an enployee who has or
may have witnessed an occurrence when such
questioning becomes an interrogation.

Please sign and return the enclosed copy of thig letter

acknowledging vour agreement to satrle this case, and
withdrawing H1C-MA-~C 96 from the pending national arbitration

listing.
Sincersly,

/.\ﬁff{%\;’, J A /) Sé{:’u«z L

George 8, licDougato

cendral ilanager xecutive Vics Prosident
Grigvance and Arbitration American pPostal workers
divizion Union, AFL~CIO
Lahor kelations Department
e
rnclosure {Date)
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EMPLOYEES &

POSTED PURSUANT TO A JUDGMENT OF THE
UNITED STATES COURT OF APPEALS

ENFORCING AN ORDER OF THE NATIONAL LABOR RELATIONS BOARD

FORM NLRB-478Y N !
OTICE TO
A S

Case 32-Ca-10209 (¢4}

The National Labor P~'ations Board has found ."that ve violated the Hational
Labor Relations Act .and has ordered .us.to past. and -abide by this notice,

The Aé‘t'qivss enployees the fallowing rights:

To engage in self-organization

To toerm, join, or assist any union

To bargain cciltccively‘threugh representatives of their own chmce
Te engage {n sctivities together for the purpose of collective.
bargaining or other mutual aid or protection

(To refrain from the exercise of any or all such activities.

¥E VILL NOT refuse to permit unicn_raprastmztiv«s Lo consult vigk eéplcyecs
to investigatory intervievs donducted by Postal Inspectors vhich che

prior
employees reasonahly believe vil) result in digciplinary actisn and ¥E FILL xoOT
refuse o permit enplovees (o speak vith unlon representatives prior to such
intervievws.

related manner interfere vith, restrain, or coerce

¥E WILL NOT in any like ar
Se-of their rights under Seztion 7 of the ict.

sur employees in the exerci

GRITED STATES POSTAL SERVICE

Employer)
Dated ’7;/4{/? > By UA%;_; );52»&% i
epressntative . . (Title
MWU/MH

};R!S IS AN OFFICIAL NOTICE AND MUST NOT 8F DEFACED BY :AﬂYD?fE

This notice must remain Posted for 80 consecutive daystrom the date of posting and must not be altersd, defaced
o covered by sny other materisi, Any quastions cancerning this natice or compiiance with ity provisions My be directae
to the Soard's Office,

Hational raber Relavions Board - Reglon 32
2201 aroaduay, Second Floor, F.0. Bax 12983

Oakland, califernia 94604 Telephone (510) 273-7200
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UNITED STATES POSTAL INSPECTION SERVICE
WARNING AND WAIVER OF RIGHTS

Place: nggd; &;‘7505_{}-‘;({? Pcv

Date:S2iok & 199! Time: 1P
WARNING

BEFORE YOU ARE ASKED ANY QUESTIONS, YOU MUST UNDERSTAND YOUR ,
RIGHTS.
e You have aright to remain silent.
» Anything you say can be ysed against you In court.
s You have the rightto talk o a lawyer for advice before we ask you any ques-
fions and to have him with you during questioning.
e Il you cannot aflerd a lawyer, one will be appointed for you before any ques-
tioning if you wish,
» {{ youdecide to answer questions now without a lavryer present, you will siill
have the right to stop answering at any time. You also have the right to' stop
answering at any time until you tzlk to a fawyer.

(Signature)

S WAIVER
1 hhave read this statement of my rights (This statement of my rights has heenread to
me) and | understand what my rights are. | am willing to discuss subjecis presented
and answer questions. { do not want alawyer at this time. l understand and know what
I um doing. No promises or threats have been made to me and no pressure or coer-
clon of any kind has been used againstme.

{Stgnature)

(Time} (Date}

Wilnessed by;ﬁ&":"}ﬂ«%
. P =
Titles ("vukgfﬁ“’“ Nee Ty

Witnesscd hy.{}l(f (%M |
Titte: f?Mfd (kofﬂ,cW .

odedids 1 ik g ieflsin Fo ke oy i

*1 Fomu

. 1973 1047
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UNITED STATES POSTAL SERVICE
OFFICE OF INSFECTOR GENERAL
1735 NORTH LYNN STREET

SUITE 10000
ARLINGTON, VA 22209-2020

ACKNOWLEDGEMENT OF RIGHTS

. have been advised by Special Agent
o whio has dentified limsalf/herself to me as a
Special Agent of the United States Postal Service, Office of inspector General, that he/ske is
conducting an investigation into a matter affecting my offical duties

In connection with this, | have been advised thal;
1. | have the right to remaln silent if my answers may tend to incriminate ma.

2. Anything | say or do may be used as evidence in administrative proceedings,
civil proceedings, or any future criminal proceeding involving me.

3. i Irefuse to answer the questions posed to me on the grounds that the answers
may tend to incriminate me, | cannot be discharged solely for remaining silent.

4. However, my silence can be considered in an administrative proceeding for its
evidentiary value that is warranted by the facts surrounding my case.

_5. This interview is strictly voluntary and | may leave at any time.

| have read the Acknowledgement of Rights or had them read to me and | understand
them as set forth above.

Signature:

Date & Timae:

investigator:

Witnessed:

Place:

I This reportis fumished 00 an 5cial reed 1 wnow Dasis and muUs! 58 Croeciad Fom disseminaton
| compromise e best inlerests of the U 5. Postal Service Office of tnspectsr General, This regort sh
nated to other o2rties without prizr consultation with tha Ofice of Inspecior General AT
MAY REG LT IN CRIMINAL FROSECUTION

RESTRICTED
INFORMATION
GARRITY ar d
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"‘“"u STATES POSTAL SERVICE
OF INSPECTCOR GENERAL
SHORTHLYNN STREET
SUITE 10000
ARLINGTON, VA 22208-2020

5

ADMINISTRATIVE WARNING: DUTY TO COOPERATE

1. You are going to be asked a number of specific questions concerning the
performance of your official duties as an employee of the United States Postal
Service.

2. You have aduty to reply to these questions. Agency disciplinary proceedings,
muwmg your dismissal, may be initiated If you refuse to answar or fail to reply fully and
truthfully.

3. Neither your answers nor any information or evidence which is 3ainad by
reason of your statements can be used against you in criminal proceadings; axcept

that you may be subject to criminal prosecution for any false oral or written answers
made by you during the course of this interview.

4. YOU ARE SUBJECT TO DISCIPLINARY ACTIONS UP TO AND INCLUDING
DISMISSAL IF YOU REFUSE TO ANSWER OR FAIL TO RESPOND TRUTHFULL
AND FULLY TO ANY QUESTIONS, OR GIVE MISLEADING INFORMATION
acknowledgement

[ have read the above warning or had it read to me, and | understand my rights. | have
been advised of the nature of the inquiry and | am willing to discuss the subject(s)

presented to me. No promises, threats, or coercion of any kind have been made
against me. | know and understand what | am doing

Date Ti

Fime Signature
Print Name
Investigator Date Time
Witness Date Time
RESTRICTED s meport 5 fumisred on gn cfficial Mc fa krow Lasis and must b protect E:‘d o rnsscm:mzyon whicn may
INFORMATION ia it I 3ervira Offine of
KA&LKINES

tatinn with tha 3

i shall rotbe ralzased
it : 3 LNATHODIZED
THON
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CHIEF POSTAL INSPECTOR )’ e
Wanington, OC 0780 I "n \"\"‘) 'S BEX

LEOGIU G U
May 24, 1982 Lg’éﬁgor GaKTRAL
EXZCUTIVE VICE PRESICENT

S—

Me, Wil1l{am Burrus
Genera] Exscutive Vice President
American Postal Workers Union, AFL-CIO
817 14th Street, N.N,

Washington, 0C 20008

Dear Mr, Burrus:

This replies to your May 10, 1982, letter to Senior Assistant Postmaster
Benaral Joseph Morris concerning the rgle of stewards or unidn representa-
tivas in investigatory interviewsg, Specifically, you expressed concemn
that the Inspection Service has adopted a policy that union representatives
be Jimited to the role of a passive cbhserver {n such interviews,

Pleasa ba assured that it is not Inspection Servica policy that union
representatives may only participats as passive observers. We fully
recognize that the representative’s role or purpose in investigatory
intarviews 1s to safequard the {nterests of the individual emplayee as well
s tha entire bargaining unit and that the role of passive observer may
serve nelfther purpose. Indesd, we believe that 3 union representative may
properly attamot to clarify the facts, Suggest other sources or information,
and generally assist the employes in articulating an explanation. At the
same time, as was recognized in the Texaco apinion you quoted, an Inspector
has no duty ts bargain with & union representative and may properly insist
on hearing only the employee's own account of the incident undar investigaticn.

We are nat ummindful of your rights and obligations as s callective bargaining
regresentative and trust that Jou, in turn, appreciats the obligations and
responsibilitias of the Inspection Service as the law enforcement arm of the
U. 5. Postal Sarvice. In our view, the intarests of all can be protectsd

and furthersd 1f both union representative and Inspactor spproach fnvestiga.
tary interviews in a good faith effort to deal fairly and reasonably with.

each gther,

Sinceraly,

D

TR H. Fletcher

Exhibit 6.5



1. Article 1 Section 6 - Performance of Bargaining Unit
Work

2. Article 7 Section 2 - Crossing Crafts and/or Wage
Levels

3. Article 7.3.B & 37.3A1 - Maximization & Desirable Duty
Assignments

Article 8.2C - Consecutive Non-Scheduled Days
Article 8, Section 5 - Overtime Assignments
Articles 10 and 19 - AWOL
Article 10, 19 & 30 - Annual Leave Denial
Article 11 - Holiday Schedule

® ® N o u »

Article 13 - Light Duty Denial
10. Article 16 - Discipline
11, Article 17 - Steward Duty Time
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12,
13.
14.
15.
16.

Articles 17.3 and 31.3 - Denial of Information
Article 19 - Administrative Leave, Act of God
Article 28 - Letters of Demand

Article 37 - Reversions and Abolishments

Article 37 - DBCS Staffing
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On the following pages you will find many issues which
represent those most prominently grieved due to USPS
violations.

These violations all require compiled and presented proof
to establish CBA breaches. The necessary elements of
evidence are listed with each subject section.

Requests for information, witness statements, interviews,
documentary records, etc. — these are all avenues to
formulate your foundation(s) of evidence to grieve the
violations(s).

IMPORTANT:

Many Stewards make the mistake of presuming that a |
Step 1 Worksheet and/or Step 2 Appeal form with well
written and detailed/included contentions is itself a
proper element of evidence proving a CBA violation(s).
This is absolutely incorrect. A Steward’s completed
Step 1 or Step 2 is not, in of itself, proof of any CBA
violation. Only gathered and properly incorporated
elements of evidence - to support our Step 1 and Step 2
arguments - will prove CBA violations.

75



1. ARTICLE 1 SECTION 6
SUPERVISORS PERFORMING BARGAINING UNIT WORK

The Issue

Supervisors continually attempt to do our work rather than instruct
bargaining unit employees to do the work. In offices with 100 or more
bargaining unit employees, this activity is prohibited except under the five
limited criteria outlined in Article 1.6. In offices with under 100 employees,
supervisors are permitted to do work consistent with the Global
Settlement.

The CBA

Article 1.6.A or 1.6B (As Applicable)
The JCIM

Article 1.6

The Appendix C-Qs & As 1 & 2

The MOUs

Global Settlement

"Q06C-4Q-C 10005587 GLOBAL SETTLEMENT

The parties agree that grievance QU06C-4Q-C 10005587 will be
resolved effective with the signing of this settlement. The
parties further understand that any cases held in abeyance

pending the outcome of this case will be affected by this
settlement. Those cases will be returned to the level they were
held for further processing.

As a result of this settlement, in offices under 100 bargaining
unit employees, postmasters and supervisors may only perform
bargaining unit work in accordance with Article 1.6.A and when
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listed in their position description in accordance with the
following:

In level 18 offices, the postmaster is permitted to perform no
more than fifteen (15) hours of bargaining unit work per week.
There will be no PMR usage in level 18 offices.

In level 16 offices, the postmaster is permitted to perform
no more than twenty-five (25) hours of bargaining unit work
per week. There will be no PMR usage in level 16 offices.

In level 15 offices, the postmaster is permitted to perform
no more than twenty-five hours (25) of bargaining unit work
per week. There will be no PMR usage in level 15 offices.

In the event there is a second supervisor in any of these
offices, only one of the supervisory employees may perform
bargaining unit work as prescribed above (either the
postmaster or the supervisor).

Bargaining unit work performed by postmasters or
supervisors should be consecutive hours to the extent
practicable, so as to minimize the necessity for split shifts for
clerk craft employees, whenever possible. All time the
supervisor or postmaster spends staffing the window during
the day will be counted towards the permissible bargaining
unit work limits.

Postal Operations Administrator (POA) will be obsolete.

The Postal Service will report to the APWU, on a quarterly
basis, bargaining and non-bargaining unit employee staffing
changes in Level 15 and below offices.

In accordance with the M-32, postmasters or supervisors
performing bargaining unit work will record what operation
they are performing either by time clock, PS Form 1260 or
other appropriate means. A copy of such documentation
shall be made available to the Union upon request.
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Any office that is downgraded in level will remain at the
bargaining unit work standard that is in place at the
beginning of the Agreement through the life of that
contract.”

The Evidence Needed

& Name of the supervisor/postmaster/OIC/manager

4 Exact description of the work that was performed

+ Work area/location
Crafts and position description/occupational groups to which the work is
designated (You'll need this information to determine who is affected, who
will be made whole, ODL affected, etc., if applicable)

+ Exact time(s) and date(s) of the work performed

4+ Volume of work performed (if determinable)

+ PS Form 1260(s)

& Level of the office

+ Bargaining unit employees available for the work
performed and corresponding time records

The Remedy

Employees (specifically identified by full name and
EIN) shall be paid specific monetary amounts/hours of
work commensurate with the number of hours
management performed bargaining unit work.
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2. ARTICLE 7 SECTION 2 - CROSSING CRAFTS
and/or WAGE LEVELS

The Issues
Insufficient Work

In Article 7, Section 2.B, management can assign work across craft lines if there is
insufficient work on a particular day on an employee's job. Prior to €rossing
craft lines, management must not only exhaust efforts to find work within the
employee's craft, but also must ensure that their need to cross craft lines was
reasonable, unforeseeable and somehow unavoidable.

Light vs. Heavy Workioad

Under Article 7, Section 2.C, the contract is clear that management cannot cross
craft lines unless they can show that one craft is experiencing a light workload while
another craft is experiencing an exceptionally heavy workload.

A light workload in one craft can be demonstrated by the cutting of casual and
part-time flexible work hours; conversely, an exceptionally heavy workload in
another craft can be demonstrated by the maximum amount of overtime being
used provided the circumstances that created the imbalance were again reasonably
unforeseeable and somehow unavoidable. In this situation, the temporary crossing
of craft lines is permissible.

The CBA
7.2.B
7.2C
The JCIM
7.2.B
7.2.C
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The Evidence Needed

Name(s) of the employee(s)
Craft(s) of the employee(s)
Work area

Time records for the employee(s)

- =~ =

Crafts and position description/occupational groups to which work is
designated (See also #4 in 1.6)

Qu..

Volume of work performed (if determinable)
4 Work schedules

Remedy

Employees (specifically identified by full name and EIN) shall be paid specific
monetary amounts/hours of work commensurate with the number of hours
other craft employees improperly worked in the affected craft.
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3. ARTICLE 7 SECTION 3.B - MAXIMIZATION OF
PART-TIME FLEXIBLE TO FULL TIME
and

ARTICLE 37.3.A.1 — CREATION OF DESIRABLE DUTY
ASSIGNMENTS

The Issues

The maximization principle of Article 7.3.B remains the mechanism for conversion
of Part-Time Flexible Clerks to Full-Time Regular in Level 20 installations and
below.

Article 37.3.A.1 is utilized in conjunction with 7.3.B in all installations to create Full-
Time “desirable” duty assignments — with the ultimate goal being to create as
many traditional, 40 hour, 5 day, 8 hours per day duty assignments as possible.
The Union can also combine work hours for less than 40 hours non-traditional full-
time duty assignments.

The CBA
Article 7.3.B
Article 37.3.A.1

The Evidence Needed

+ Part-time flexibles’ work schedules — previous six (6) months
+ PSEs’ work schedules — the previous six (6) months

+ Time and attendance records of the PTFs/PSEs

+ All overtime records — the previous six (6) months

-+ Crossing crafts/1.6 violation hours

« Loaner/hub PTF/PSE hours
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4 Detailed description of the duties performed

4 Summaries (charted/graphed) of compiled, totaled hours into duty
assignment schedule blocks

The Remedy

1. The Senior Part-Time Flexible Clerk(s) be converted to Full-Time
Regular

2. The converted Part-Time Flexible Clerk(s) be made whole for all pay
and benefits entitled as if they were Full-Time Regulars (out-of-
schedule compensation, overtime, holiday pay)

3. Full-time Duty Assignment(s) be posted for bid

4, The successful bidder(s) be made whole with out-of-schedule
compensation pay

(Refer to the “Maximization In the Post Byars Era” Strategy Book for additional
information in the List of References)
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4. ARTICLE 8.2.C -
CONSECUTIVE NON-SCHEDULED DAYS

The Issue
Management posts a new duty assignment with non-consecutive rest days and/or
reposts an existing duty assignment with rest days changed from consecutive to
non-consecutive(split).
The CBA
Article 8.2.C
Article 37.3.A.1
The JCIM
Artidle 8.2.C
Artide 37.3.A.1
The Evidence Needed
# Duty assignment
+ Reposted duty assignment
4 History of duty assignment

4 Time and attendance records

The Remedy

* Return the consecutive non-scheduled days to the duty assignment

* Retumn the incumbent (if not still in the bid) to the duty assignment and pay
out-of-schedule compensation pay for all hours outside the schedule of the
consecutive non-scheduled day duty assignment
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* If the incumbent remained in the bid, after the nonscheduled days were
changed, pay out-of-schedule compensation pay for all hours outside the
schedule of the consecutive non-scheduled days duty assignment

* Ifaduty assignment is either newly created or posted due to vacancy with
non-scheduled days, the duty assignment shall be reposted with
consecutive non-scheduled days and the successful bidder shall be paid out-
of-schedule compensation pay for all hours outside the schedule of the
consecutive non-scheduled day duty assignment
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5. ARTICLE 8.4 and 8.5 - OVERTIME ASSIGNMENTS

The Issues

The USPS utilizes Non-Overtime Desired List employees to perform duties
at the overtime rate instead of utilizing the Overtime Desired List,

The USPS requires Non-Overtime Desired List Clerks to perform overtime
work even though there are non-traditional duty assignments in use
within the installation — a prohibited once such duty assignments are in
place.

PSE’s are utilized in excess of eight (8) hours in a service day in lieu of
the Overtime Desired List.

Overtime Desired List employees are improperly bypassed by other
Overtime Desired List employees.

The CBA
Article 8.4.G
Article 8.5
The JCIM
Art. 8.4.G

Article 8.5
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The MOUs

Non-traditional full-time duty assignments

Overtime Rules for Non-traditional full-time (NTFT) assignments

The Evidence Needed

+ Seniority list

# Overtime Desired List

Time and attendance records

4 The specific work performed

+ Non-Traditional duty assignment posting

4« Times and dates of Non-OTDL utilization

+ Names of Non-OTDL employees utilized

4 Names of available OTDL employees

4 Qualifications of OTDL employees

CORRECTIVE REMEDY

* Overtime-Desirable List employees (specifically identified by full
name and EIN) shall be paid Overtime Pay for all hours worked by
non-OTDL employees.
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» Non-OTDL employees (specifically identified by full name and EIN)
receive time off on administrative leave (at no cost to those
employees) for all hours required to work in violation of the OTDL
vs. Non-OTDL provisions.  Non-OTDL employees (specifically
identified by full name and EIN) receive time off on administrative
leave (at no cost to those employees) for all hours required to
work while  NON-TRADITIONAL duty assignments were in
existence in the installation.

» Overtime Desired List employees — bypassed for overtime by other
OTDL employees - shall, within 90 days, each receive a makeup
overtime opportunity; if not afforded within 90 days, the bypassed
employees shall be paid for the overtime bypass.

(Refer to the “Administrative Leave as the Remedy” Strategy Book for
additional information in the List of References)
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6. ARTICLE 10and 19 - AWOL

The Argument

Management charges an employee’s absence as being Absent Without
Official Leave — AWOL

The CBA

Article 10

Article 19 Chapter 5 E&LRM

Article 19 Chapter 6 E&LRM

The JCIM

Article 10

The Evidence Needed

4 3971s

+ 3972

+ Documentation (i.e. medical statement, repair shop receipt, tow
truck receipt, accident report, etc.)

# Phone records
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The Remedy

e Expunge AWOL from all USPS records

» Change AWOL to requested leave or approved LWOP at the
employees discretion

» Change AWOL to a scheduled absence
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7. ARTICLE 10, 19 and 30 - ANNUAL LEAVE
DENIED

The Issue

Management denies an employee’s request for Annual Leave

The CBA

Article 5

Article 10

Article 19 Chapter 5 E&LRM
Article 30

The JCIM

Article 5

Article 10

The Evidence Needed

4 3971s

+ 3972

+ Leave book/log/register

#+ Past leave records/practices

The Remedy

» The requested leave be granted

20



» If not granted, then the employee shall receive commensurate
time off on administrative leave (at no cost to the employee) on

day(s) selected by the employee and not charged to the annual
leave ceiling
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8. ARTICLE 11 - HOLIDAY SCHEDULE

The Issues

Management improperly schedules employees to work on a Holiday or
Designated Holiday

Management does not maximize Part-Time Flexibles/PSEs on a Holiday or
Designated Holiday

Untimely posting of Holiday Schedule
The CBA

Article 11.6

Article 30

The JCIM

Article 11.6

The Evidence Needed

4 Seniority list

+ Holiday schedule

+ Holiday solicitation/volunteer list

% Time and attendance records
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+ LMOU

= Qualifications of the employees

+ Past holiday records/practices

The Remedy (As Per The ICIM)

The following applies when management improperly schedules employees
to work on a holiday:

» Full-time employees and part-time regular employees who file a
timely grievance because they were improperly assigned to work
their holiday or designated holiday will be compensated at an
additional premium of 50 percent of the base hourly straight time
rate.

» For each full-time or part-time regular employee improperly
assigned to work a holiday or designated holiday, the employee
who should have worked pursuant to the provisions of Article 11.6
or the LMOU, but was not permitted to do so, will be compensated
at the rate of pay the employee would have earned had he/she
worked on that holiday.
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9. ARTICLE 13 — LIGHT DUTY DENIED

The Issues

Management denies/fails to respond to an employee’s written request for fight duty (not an
orrthe job illness/injury)

Management denies an employee’s requeest for fight cuty
Management terminates an employee’s light duty assignment
Management reduces the hours of an employee’s light duty assignment

The CBA
Artide 5
Artide 13
Artide 30
The JCIM
Artide 5
Artide 13
The Evidence Needed
+ The written request(s) for ight duty

* Managenmfsrespmsemﬁﬁwﬁmemequ&st/md(restﬂcﬁorsofmanpbyee
& Available work within the employee’s restricions
& Eﬂ’orts/atlemptsmadebytheUSPSt;prwideﬁgMduty
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+ Time and attendance records (the employee, PSEs, PTFs and overtime)

+ Past records/practices (e.g. requests, approvals & denials)

The Remedy

The employee shall be made whoke for all lost/denied benefits and pay for the duration
of light duty work denied,
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10. ARTICLE 16 -
JUST CAUSE AND DISCIPLINE

The Issue

Management Issuance of Disciplinary Actions Against Employees
The CBA

Article 16

Article 19 EL-921 Handbook

The JCIM

Article 16

The MOUs

Role of Inspection Service in Labor Relations Matters

The Evidence Needed

4 Notice of Discipline

% 3971s

4 3972s

« Documentation
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+ Request for discipline

+ Pre-disciplinary interview record

4 Past elements of discipline

+ Disposition of past eiements

+ Postal Inspection Service Investigative Memorandum

+ Office of Inspector General Report of Investigation

+ Management conducted interviews

+ Management solicited statements

The Remedy

» The disciplinary action be rescinded and expunged from all USPS
records

» The employee shall be made whole for all lost wages and benefits
caused by the disciplinary action

(Refer to the “Defense vs. Discipline” Strategy Book in the List of
References for detailed analysis)

a7



11. ARTICLE 17 — STEWARD DUTY TIME

The Issue

Management denies a steward reasonable time for grievance investigation and/or
processing

The CBA

Artide 17.3
The JCIM
Article 17.3

The Evidence Needed

4 Written request(s) for release
4 PSforms 7020
4 Written denials
+ Time and attendance records
4 Off-the dock work performed
+ The spedfic work performed
% The spedific time spent

The Remedy

The Steward be paid at the applicable overtime pay rate for all ime spent
performing grievances investigation/processing off the dock
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12. ARTICLES 17.3 AND 31.3 -
DENIAL OF INFORMATION

The Issue

Management denies/fails to respond to Union requests for information submitted
in the course of CBA violation investigation and grievance processing
The CBA
Artidle 15.2 Step 2d
Article 15.4A
Artidle 17.3
Article 31.3
The JCIM
Article 15.2 Step 2c(sic d)
Article 17.3
Article 31.3
The Evidence Needed
4 Request(s) for information
+ Substantiation of RFI submission
4« Management reponse(s) to RFIs

+ Companion grievance
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The Remedy

That the requested information be provided no later than the Step 2 meeting
(for the original grievance) and, if not, that the corrective remedy requested in
the original grievance is sustained in its entirety

(Refer to the “Roadmap to Winning”, “Interviews as Evidence” & “Defense
vs. Discipline” Strategy Books in the List of References for detailed analysis)
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13. ARTICLE 19 - ADMINISTRATIVE LEAVE -
"ACT OF GOD"

The Issue

ﬂweUSPSdoesnotgmntAdminishaﬁveLeavetoemdoyeeswhenastonnoromer
calamity (Act of God) prevents them from reporting for duty

Critically important is proving:
L. Large groups did not report
2. Diligent efforts were made by all employees
3. The scope of the calamity was widespread
The CBA
Article 5
Article 19 Chapter 5 E&LRM
The JCIM
Article 5
Article 10

The Evidence Needed

4 Seniority lists (all crafts)
+ 3971s requesting administrative leave

%+ Documentation for each individual employee - detailing diligent
efforts made

# Storm/calamity documentation:
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o Newspaper reports

o Photos

o Videos

o Chart — who reported and who did not report (all crafts)
o Time and attendance records

o Curtailment/cancellation of service(s)

The Remedy

e All employees who did not report on date(s) be
paid Administrative Leave for the hours in which they did not work

* All employees who reported for work late and/or left work early shall
be paid administrative leave for all those hours

* All employees who reported for work on days in which Administrative
Leave was requested shall be compensated an additional 50% of
straight-time pay
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14. ARTICLE 28 — LETTER OF DEMAND

The Issue

Management attempts to collect a debt through the issuance of a Letter of
Demand

The CBA

Article 15.7

Article 19 Chapter 4 of the E&LRM
Article 28

F-1 Handbook

ASM Chapter 2

The JCIM

Article 15.7

Article 28

The Evidence Needed

4 Letter of Demand

+ Form 17, Stamp Requisition

+ Form 1412, Daily Financial Report

+ Form 3294, Cash and Stamp Stock Count and Summary
% Form 3356, Stamp Requisition — Bulk Quantities

% Form 3368, Stamp Credit Examination Report
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% Form 3369, Consigned Credit Receipt
4 Form 3977, Duplicate Key Envelope
+ Invoice issued to employee

4 Collection notice issued to retiree

4 Security breaches/inadequacies

4 Inadequate security report form

The Remedy

o The Letter of Demand be Rescinded and Expunged from All USPS
Records

» The Employee be Relieved of the Debt — the Debt is Reduced to $0.00
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