Suggested Request for Information List:

· Who ordered the information to be put on the screens? Chances are local management is completely oblivious and this came from higher up. Knowing who ordered the information to be made public can make them a target for one of the remedies.
· What is the contractual provision, memorandum of understanding, postal policy, ELM provision, and/or memo that allows this information to be posted publicly? This is a broad request, as it should be. They also might not give you anything, as there should be NO REASON that information should be broadcast like that.
· Please provide any and all emails ordering the screens to be put in, as well as any and all emails concerning the information being put up on the screens. Any information you can get about these screens being put up is useful. Furthermore, if you get an email saying something to the effect of “to improve performance in the office” or “to aid in hitting delivery metrics”, that can be used to show a violation of M-1242 (The Joint Statement on Violence and Behaviour in the Workplace, ie, “Making the numbers is no excuse…”)
· Route/Carrier Daily Performance/Analysis Report for Date(s) __-__. These reports show the DOIS projections as well as when the carrier returned and the variance between the two. When combined with pictures of the slides on the TVs, these should match, or be very, very close. Close enough to show that Management is using the DOIS projections to show how much a carrier is over/under on the TVs.
Suggested Request to Interview List:

· The city carriers whose routes are being put up on the screens. When filing a grievance concerning disrespect, you need to show who is being disrespected. This can be done through a statement, alternatively.
· Local Management. Find out if Management knows why this data is being published, or if they have been cut out of the loop.
· Higher Level Management. In the event Local Management has been cut out of the loop, start interviewing those responsible! You won’t know who it is until they give you your requested information (Numbers 1 and 3 on the request for information list).
Suggested Interview Questions for Management:
· Has performance data for city letter carriers been posted in a public place (such as on a television screen)?

· What is the benefit to a city letter carrier for other carriers to know others' performance data? 

· From what contractual article, handbook provision, MOU, or postal policy is it the accepted method to publicly post city letter carrier performance data?

· Do non-postal employees ever come into the office and enter the workroom floor?

· In my office, we have non-postal employees who pick up packages for the University, drop off 5 gallon jugs of water, refill the snack machines, etc. They have to come on the workroom floor to do this, where, if such data were put up on a Television screen, non-postal employees would be able to see the restricted information.
· What does ‘Restricted Information’ mean?

· Are craft employees, such as City Letter Carriers, meant to view Restricted Information?

· Are non-postal employees meant to view Restricted Information?

· What is the benefit to management to publicly post that information, when they have the data at their fingertips? 

· How does management think this promotes an atmosphere of mutual respect?

· Are any performance data from managers publicly posted?

· Have you ever had your deficiencies discussed in a public forum, such as in a meeting?

· Would you feel respected if your deficiencies were discussed in public?

· Have you ever had your deficiencies publicly posted?

· Would you feel respected if your deficiencies were publicly posted?

Suggested Interview Questions for Carriers:

· What stand-up talk or other explanation did you receive when management at ______ Station began publicly posting your information?

· Did any manager talk to you about your performance?

· Was any of this performance data about you posted in a negative light?

· Do you provide a PS Form 3996 to a supervisor when you think you will be over 8 hours on your route?

· Who has spoken to you about any deviation in the time you actually took to complete your route and the expected time?

· Has your route information been publicly posted?

· How do you feel about your route being publicly posted?

· Does publicly posting your route make you feel that you and your privacy are respected?

· Do non-postal employees ever come into the office and enter the workroom floor?

Think of anyone. Does anyone come to refill snack/drink machines? Do any customers come into the work area to retrieve large quantities of mail? Do any family members enter the work area for retirement parties? 

Issue Statement (Block 15 of PS Form 8190):

Did management violate Articles 14, 15, 16, 34 of the National Agreement, M-00853 and Section 115 of the M-39, and The Joint Statement on Violence and Behavior in the Workplace via Article 19 of the National Agreement, when they publicly displayed carrier route performance data, including but not limited to leaving and returning data? If so, what is the appropriate remedy?

Union Facts and Contentions (Block 17 of PS Form 8190):

Facts:

Article 14.1 of the National Agreement (exhibit 1) states: 

            14.1 Section 1. Responsibilities

"It is the responsibility of management to provide safe working conditions in all present and future installations and to develop a safe working force."

M-01242, Joint Statement on Violence and Behavior in the Workplace (exhibit 2), February 14, 1992, states in part:

"We all grieve for the Royal Oak victims, and we sympathize with their families, as we have grieved and sympathized all too often before in similar horrifying circumstances. But grief and sympathy are not enough. Neither are ritualistic expressions of grave concern or the initiation of investigations, studies or research projects.

The United States Postal Service as an institution and all of us who serve that institution must firmly and unequivocally commit to do everything within our power to prevent further incidents of work-related violence.

This is a time for a candid appraisal of our flaws and not a time for scape goating, finger-pointing or procrastination. It is a time for reaffirming the basic right of all employees to a safe and humane working environment. It is also the time to take action to show that we mean what we say.

We openly acknowledge that in some places or units there is an unacceptable level of stress in the workplace; that there is no excuse for and will be no tolerance of violence or any threats of violence by anyone at any level of the Postal Service; and that there is no excuse for and will be no tolerance of harassment, intimidation, threats or bullying by anyone.

We also affirm that every employee at every level of the Postal Service should be treated at all times with dignity, respect and fairness. The need for the USPS to serve the public efficiently and productively and the need for all employees to be committed to giving a fair day's work for a fair day's pay, does not justify actions that are abusive or intolerant. "Making the numbers" is not an excuse for the abuse of anyone. Those who do not treat others with dignity and respect will not be rewarded or promoted. Those whose unacceptable behavior continues will be removed from their positions.

We obviously cannot ensure that however seriously intentioned our words may be, they will not be treated with winks and nods, or skepticism, by some of our over 700,000 employees. But let there be no mistake that we mean what we say and we will enforce our commitment to a workplace where dignity respect and fairness are basic human rights, and where those who do not respect those rights are not tolerated.

Our intention is to make the workroom floor a safer, more harmonious, as well as a more productive workplace. We pledge our efforts to these objectives."

Article 16.2 of the National Agreement (exhibit 3) states in part:

“For minor offenses by an employee, management has a responsibility to discuss such matters with the employee. Discussions of this type shall be held in private between the employee and the supervisor.”

M-39 Handbook Section 115.4 (exhibit 4) states:

“The National Agreement sets out the basic rules and rights governing management and employees in their dealings with each other, but it is the front-line manager who controls management’s attempt to maintain an atmosphere between employer and employee which assures mutual respect for each other’s rights and responsibilities.”

M-00853 (exhibit 5) states in part:

"The issue in this grievance involves requirement of carriers to record their daily leaving and return times on a tablet placed on the carrier cases.

It was mutually agreed that the following would represent a full settlement of this case: Such leaving and returning time notations are inappropriate and will be discontinued"

Article 34.A of the National Agreement (exhibit 6) states:

“The principle of a fair day’s work for a fair day’s pay is recognized by all parties to this Agreement.”

Article 15.3.A of the National Agreement (exhibit 7) states: 

Section 3. Grievance Procedure

General A. 

The parties expect that good faith observance, by their respective representatives, of the principles and procedures set forth above will result in resolution of substantially all grievances initiated hereunder at the lowest possible step and recognize their obligation to achieve that end. At each step of the process the parties are required to jointly review the Joint Contract Administration Manual (JCAM). 

Contentions:

M-00853 was signed in 1983 and prohibits publicly posting leaving and returning times at carriers’ cases.

The Informed Facility Screens are posted in the area of carriers’ cases and contain notations of carriers’ leaving and returning times. This information is displayed on a large television near the supervisor’s desk. Management is publicly posting, by route, whether the carrier is late, on time, or early. This is also done on the screen that displays what carriers are on office time and what carriers are on street time.

The screens also include information about parcel delivery and end of day non-delivery of packages.

The Union has provided photos of the monitor screens which are displayed on the workroom floor (exhibit 8).

The screens do not show any rural routes. They do not show any performance data of clerks, mail handlers, or custodians. They do not show any performance data of supervisors or other managers.

By publicly displaying carriers’ route performance data, including leaving and returning times, management has violated M-00853 via Article 19 of the National Agreement. The national parties settled this issue in 1983 when M-00853 was signed and management is failing to comply with a signed and nationally binding grievance settlement. This failure on management’s part falls far below the “good faith observance” expected by the parties in Article 15.3.A of the National Agreement. 

In 2002, then Postmaster General Patrick Donahoe distributed a letter regarding “Arbitration Award Compliance,” (exhibit 9) which stated, in part:

“Compliance with arbitration awards and grievance settlements is not optional;. No manager or supervisor has the authority to ignore or override an arbitrator’s award or a signed grievance settlement. Steps to comply with arbitration awards and grievance settlements should be taken in a timely manner to avoid the perception of non-compliance, and those steps should be documented.”
The Union provides statements of city letter carriers whose performance data has been posted. (carrier statements, exhibit 10)  These carriers state that no stand-up talk was provided or any other explanation before this program was implemented. These carriers also state that having their performance data publicly posted is an intimidation and shaming tactic. They have felt singled out and ridiculed by management and other employees regarding perceived poor work ethics.

These statements evidence the fact that management has not fostered an atmosphere of dignity and respect, and instead have created a hostile work environment by sharing carrier’s performance data with other employees.

Local management claims that they have no control over the public posting of performance data in their own office. The M-39 Handbook section 115.4 states, however, that the frontline manager does in fact bear that responsibility.

Local management already has access to all of this displayed data via either DOIS or TACS through their own private computer monitors. If management wants to devise a tool to organize this data for the use of supervisory staff, they can and should do so without publicly posting that data. 

The leaving/returning data is also disturbing in the clear connotation of deficiency from “late” being in red and the clear connotation of it being good to be early both in leaving and returning from the green color of those graphics. Leaving “late” according to DOIS projections, is not supported by the total picture of facts surrounding the workload of the letter carrier. The posting of a projection which has yet to be validated by all of the facts is outside the spirit and principle of a fair day’s work for a fair day’s pay found in Article 34.

Management is using the TV slides as an intentional tool to publicly shame employees. The union contends that publicly posting carrier performance information is disrespectful and in violation of M-39 section 115.4, on top of the violation of M-00853. The Union contends there is a reason for Article 16.2 job discussions to be held off the workroom floor: carrier performance is to be discussed in private, not in public. The “private” nature of addressing carrier performance is mandated under Article 16.2. 

The public shaming and bullying of employees falls squarely within the language memorialized in the Joint Statement on Violence and Behavior in the Workplace. While regional arbitrations are not binding upon the parties, the Union includes the following decision to demonstrate how other respected arbitrators have ruled on this issue.

In G06N-4G-C 09143626 (November 23, 2009) (exhibit 11), Arbitrator Clarke states in his award summary,

"The grievances are sustained. The Postal Service improperly utilized the Delivery Operations Information System (DOIS) figures to set the carriers' leave and return times in violation of the M-39 Handbook. In addition, the improper use of the DOIS figures created a hostile work environment for the carriers."

In this decision, Arbitrator Clarke found that the public posting of leave and return times created a hostile work environment for the letter carriers and was in violation of the Joint Statement on Violence and Behavior in the Workplace.

Article 19:
The M-39, M-41, Step 4 Decisions, and the memorandum of understanding discussed in this grievance are incorporated into the National Agreement via Article 19 (exhibit 12), which states in relevant part,
HANDBOOKS AND MANUALS
Those parts of all handbooks, manuals and published regulations of the Postal Service, that directly relate to wages, hours or working conditions, as they apply to employees covered by this Agreement, shall contain nothing that conflicts with this Agreement, and shall be continued in effect except that the Employer shall have the right to make changes that are not inconsistent with this Agreement and that are fair, reasonable, and equitable.
Remedy (Block 19 of PS Form 8190):

· Management will cease and desist violating Article 14 and The Joint Statement on Violence and Behavior in the Workplace.

· Management will cease and desist violating Article 15.

· Management will cease and desist from violating previous National Level Grievance Settlement HIN-5K-C 6754 (noted as M-00853 in the instant grievance).

· Management will cease and desist from violating Article 19.

· Management will cease and desist violating Section 115 of the M-39.

· Management shall immediately cease and desist from publicly displaying any information that concerns carrier performance.

· This decision will be precedent setting and citeable in the Installation for which this grievance has been filed.

· Future violations of the same nature will result in an escalated monetary remedy to ensure future contract compliance.

· Whatever other remedy a Step B Team or an Arbitrator deems appropriate

