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Dear Member:

Day inand day out we in the Union are faced with representing members
who find themselves in disciplinary problems:due to their attendance at

wor

There are very few employees in ﬁsePas’taiSemice whi}afe immune to
the attendance mess management has created.

1 EY

| say management has created the méss; ec seﬁwem:snoreal uniform

manner or just manner in which they impleme the U.S. Postal Service's
leave program. AR ¢ . _
So we take this opportunity to use the bestWeapon possible to combat GENERAL PRESIDENT

post office — EDUCATION! This

the attendance abuse problem at the ffic
ofthe leave program so that you can grasp the fundamental

booklet is designed to give youthe highlights
rules of the attendance game: o

sEE

. I sincerely hope itis of benefitto you. Itisbase onpost i rules and regulations, as well as, contractual
bbligations of the parties. In some ¢ases, arbitration decisions are cited for your use in combating

unnecessary harassment over your dance.

If we can be of help in any problem, please call us.
Fraternally,

Omar M. Gonzalez
General President

UNITED STATES POSTAL SERVICE POLICY ON LEAVE

f;cy}s .tg_i '1éd}ninister the feave program on an
considering:

The United States Postal Service |
equitable basis for all emplo}

(a) the need of the United States Postal Service and

(b) the welfare of the individual employee. (Emphasis ours)
R - (ref. 511.1 ELI)
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You see, the official policy is twe fold. Fi rst, of course, ts ar
he need of the United States Postal Serviceand;: ;2. —— ___,v_. —
. the welfare of the individual employee. - . [~
CL s dEIwEa o B ATTENDANCE POLICY
Let's example these two needs — : COME
THE SERVICE — In order to understand the need: Youia | 10
must examine the mission of the Postal Service. Of | WORK
course the bottom line mission is to dehver themail: -
. OR
To get a better picture of the scope of theﬁn 55 GET
take a look at it from the contract viewpointy e
Article 3 of the National Agreement. FIREDYY
MANAGEMENT HAS EXCLUSIVE ﬁIGHT
EMPLOYEES IN THE PERFORMANCE O S
THEY HAVE THE RIGHT TO HIRE,"PROMOTE, | ~
TRANSFER, ASSIGN AND RETAIN ﬁmavsas m.f’?
POSITIONS WITHIN THE P TA o N
OSTAL SERVICE.“ THE BOSS IS NOT ALWAYS RIGHT!

MANAGEMENT HAS THE RIGHT TO" 3{33?5!@ Fl
DEMOTE, DISCHARGE, OR TAKE OTHEHRT fPUWﬁ"ﬂY ACT!ON AGAINST SUCH EMPLOYEES

.AMJ TO MAINTAIN THE EFFICIENCY OF BP&HA?!ONS INTRUSTED TO IT AS WELL AS TO
DETERMINE THE METHODS, MEANS‘*W?%‘PER’SONNEL BY WHICH SUCH OPERATIONS ARE

TO BE CONDUCTED. _ _
MANAGEMENT ALSO HAS 'FHE RtGHT TGPF?ESCR!EE A UNIFOHM DRESS TO BE WORN BY

LETTER CARRIERS AND OTHER DESIGNATED EMPLOYEES AS WELL AS, TO TAKE
WHATEVER ACTIONS MAY 85 NECESSAR TO CARRY OUT ITS MISSION IN EMERGENCY

SITUATIONS.

The answer is NO! All of managanent’ s S0 c&ﬂed “rights" aae»s*ub}ect to the provisions of the contract,
mc«!uding the local contract, as weii as, be cmisteniwﬁhappimbie laws and regulations.

‘i‘he Attendance reguiazionsaresub;ect ythe.san
in all the other rules and regulations MOST pec eop e,gic nat kmw them.

The contract rules that subject management’s acizons on attendance are as follows:

ARTICLE 1 = UNION RECOGNITION
ARTICLE 2 = NON DISCRIMINATION & ﬁt’vzx_. RIGHTS

. ARTICLE 3 = MANAGEMENT-RIGHTS
ARTICLE 5 = PROHIBITION OF UN?LATERAL ACTION
ARTICLE 8 = HOURS OF WQRK :
ARTICLE 10 = LEAVE =7 vo -
ARTICLE 11 = HOLIDAYS _
e BAGE B
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< individual circumstance woul

P.0O3

. ARTICLE 15 = GRIEVANCE ARBITRATION
. PROCEDURE
. ARTICLE 16 = DISCIPLINE PROCEDURE
ARTICLE 17 = REPRESENTATION
ARTICLE 18 = HANDBOOKS AND MANUALS
ARTICLE 30 = LOCAL IMPLEMENTATION
- ARTICLE 31 = UNION-MANAGEMENT
S COOPERATION

in one way or another, all these contractual
articles relate to the administration of the leave

program.

The two primary ones are Article 10 and 19 as
they directly mandate regulations contained in
the EMPLOYEE & LABOR RELATIONS
e 3 MANUAL (ELM) as well as the various time and
i attendance manuals of the Postal Service.

mo:ha important articles deal with thé grievance procedure (Article 15) and the discipfine procedure
cle 16). e mE

NEEDS OF THE EMPL GYEEs i

According to the official postal hoiicy on é&eﬁ&anbe empicyees don’t have needs, per sel What is to
be considered is the WELFARE of the individual employee.

There are no regulations that define what is me_ani bythe welfare of the worker. Some sections of the
regulations do define leave purposes, but they do not guarantee any rights 1o leave.

Let's examine what | mean. Take, fo% éxakﬁéié, Annua;l.aave' According to the rules, it's provided for
rest, recreation and for persconal.and emergency purposes. In all cases, it is subject 1o the approval of
a supervisor. (512.11, 512.422 ELA). B R

n i the case of unexpected iliness/injury, the supervisor is the

The same applies for sick leave as eve ‘
one that approves or disapproves theleave request. {513.322 ELM).

SO WHAT IS THE WELFARE OF THE
INDIVIDUAL EMPLOYEE? . .

case basis. If you call in for emergency annual leave due to a car not
cy as if your house burned down. An argument could be

than the car trouble.

Fact is, it's based on a case by
starting; it Is not the same kind of an emergen
more forcefuf over the secend circumstance

if you suffer a hearl attack and can’t call in before reporting that

Of course, in the case of sick leave,
ad o a situation where you have a cold and

d be considerad as oppos

dor't cadl in.
— Pags 3 —
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SO WHAT GOOD IS HAVING SICK AND ANNUAL LEAVE?

We can't just give up the ship because it appears that the rules favor the bosses. The fact is if we
apply the rules and use the rules fo out be Lv acan {ij’é“ctjt on top in the attendance game or at

least even up the score.

You earn leave and therefore are entitied tb; use;tin .acébrgiénce with regulations and the contract.

Scheduled vacation time can be demanded and caft only"be denied In an actual serious emergency.
This the contract guarantees if the leave is committed for In advance (Art. 10, Section 4-c).

Maintaining a good sick and annual ieavebaiam:eis MOST worthwhile! It is protection against an
unforeseen set of circumstances that may call for extended leave of absence.

It Is not so much a matter of having s;;c a!x nﬂai Ieava, hut a regular attendance record.

WHAT IS BEING REGULAR IN ATTENDANCE?

Here is another one of those words that is undefinable according to regulations.

B Fut 1Y

the Employee Labor Relations Manual (ELM) that
. (Sec. 666.8 EIM).

g

The term comes into use by way of a gegtmmﬁ
states an employee is to be regular in aftendan

After that general mandate, there is no. ﬁ;#r attendance. The bosses are too quick

to come up with their own nonsense and rul :

The Union is always in a fight over some si'lty ?uleffke -3 caﬂs inamonth or using more leave than you
earn is abusive. L NP S

The Union gets its position on this frdﬂi"'é¥ééé§érﬁéhi’§ own rules which state:

TABLISHED BELOW WHICH THE

“NG MINIMUM SICK LEAVE BALANCE IS ES
EMPLOYEE'S SICK LEAVE RECORD IS AUTOMATICALLY CONSIDERED

. UNSATISFACTORY.” (513.371c ELM)uus 0 et

You may ask — “How Is it then that management can fire an employee even If they are sick?” Well,
he fact is, that no employer in this counlry %s.':mqﬁireﬁ o maintain an employee whe does not come to

oin s 9 } T T




Nov-27-00 07:37A

| Attendanc

Believe it or not, the principte r
attendance irregularity are fﬁun

ﬁles by whlch management takes discipline against an employee for

d in the Cede f Conﬂuct of the United States Postal Service.

Attendance is a part of the Cede of Cand t nf
every postal worker, mciudmg the bosses .

Beside the requirement 1o be regﬁ ‘
attendance the rules in Chapter 666.8 als
whathappensmworkerswhcmabsemm ut
permission and are tardy. - o

The absence without permission rule app
all employees who fail to report on S .
i i pevh

days, Saturdays, Sundays and even
These employees are to be considered'AWOﬁ. )

EXCEPT in actual emergencies which’ prevent' 8
them from obtaining permissmn in ad"
(666.82 ELM)

. Tardiness in umtesaqurppedwr&h!lm reccrders'. )
in any deviation from schedule. S

All postal workers are aware thatihey miistcome
are times when an employee becomes 100 _} o re

n’t fecl like coming to work and there are even times

There are times when an emptcyee just does
1% the fear-or shame of returning after an unauthorized

when an employee stays off*wcrk heca
absence.

wery scheduled day. Many take pride in bullding

The vast majority of ampioyees repoﬁ % €
iv' content in maintaining a fair balance of leave and

enormous sick leave halances. Some. are sam;:
watching their attendance. T :

Some, however, are met with mtsfortune and get ill or meet with a bad accident which causes an

extended period of time off from work. ™
Few are merely abusers and malingerers wm take advantage of a soft system and make it bad for
those who really deserve c:onmderat:on s

may ﬁnd hem!herse!% in the facl remains that the rules cover all
s are for not ccmmg to work.

No matter what categoty a iﬂéi‘ﬂb&!’
workers no matter what the;r reasan

The bad thing is managemertt bunahes everybaciy tﬁgether in a negative vain. tisup tous to make

sure they don’t get away with ft!

U pages
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well, let’s start by looking at the - war T
msponssbﬂty&nderﬁwieave regulatzan - N i

All workers must request 1eave ona P 3971 and |
get approval of the PS 3971 prior to taking. leave = |\
except of course in emergencies. Also. workers are’
to avoid forfeiting annual leave atthe and of the year.

Workers are to maintain their asslgnadschednieand' s
have to make every effort to avoid unscheduled |~
absences. Also, a worker has to provide acéeptable |
evidence for absences when requ;red (511 23;51.43
ELM) L

Number one rule — “Avom scuaam_m Bt oo e
ABSENCES”

WHAT IS AN UNscHEn LED ABSENCE?

@ . unschebuLeD ABSENCES AR BSENCES FROMWORK WHICH ARE NOT
REQUESTED AND APPROVED IN ADVANCE.” (511.41ELM)

Now you might ask — “How am | to krmw when i wrﬁ be sick in advance of being sick™ You can'l!

The rules dor’t call for you to be a wmard . The
unscheduled absences.

i's management’s responsibility to cantmt umheﬁuied absences‘ THEY ARE REQUIRED TO

tes ca!i for you to be regular in attendance and avoid

— INFORM YOU OF LEAVE BEGULAT!O!‘%S
— DISCUSS ATTENDANCE RECORDS WITH YGU WHE.N WARRANTED

— MAINTAIN AN ABSE&CE ANALYS!S- GMYOU ANﬁ ALL YOUR PS 3971s

MANAGEMENT MUST ALSO ADMINISTER. T E'LEAVE PROGRAM, INFORM YOU OF YOUR

LEAVE BALANCE, APPROVE OR ﬂf$hPPﬂC}VE 'REQUEST FOR LEAVE, RECORD LEAVE IN
ACCORDANCE WITH HANDBOOKS AND OF COURSE CONTROL UNSCHEDULED ABSENCES.

nagement on the leave regulations. Not the fly by night rules
of their. zany. heads. You must be informed of the actual
aﬁfcmi booklet, or official stand up talk or even private

The fact is you must be educated by ma
they come up with from the for reaches..

regulations. This can be in the formv.of any
. discussions. ,

A supervisoris not supposed to wait for irregularity before discussing the ieave regulations with each
and svery smployee under his/her supemsmn

—-—ngﬁwm-
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What Do Mean "very Effort” To
Avoid Usceduld Absences?

Well, fact is, there is no definition for ‘ayery

One would have to take the rule litefajfigf;

Management's guidelines pointto the responsibility

of a worker to do everything reasonably possibleto | v
come to work even if an emergency arises. Also, |y ILLNESS
management believes that no employee should put | —
himv/hersetf in a situation that could _crea}giaﬁre’gjson

: . - -~T,_:':~—1.,

for not coming to work.

Here is where the union fights them! The |
state that the exception to the rule ;s an

JESS/NJURY SITUATIONS, SICK LEAVE MUST

EXCEPT FOR UNEXPECTED Ik INJUR?
AND APPROVED IN ADVANCE BY THE

BE REQUESTED ON FOR’:M :
APPROPRIATE SUPERVISOR

P AN EXCEPTION TO THE ADVANCE APPROVAL REQUIREMENT IS MADE FOR
UNEXPECTED ILLNESS/INJURIES:"HOWEVER, IN THESE SITUATIONS THE
EMPLOYEE MUST NOTIFY APPROPRIATE POSTAL AUTHORITIES AS SOON AS

POSSIBLE AS TO THEIR ILLNESS/INJURY AND EXPECTED DURATION OF

ABSENCE.

AS SOON AS POSSIBLE, AFTER THE RETURN TO DUTY, EMPLOYEES MUST
SUBMIT A REQUEST FOR SICK LEAVE FORM 3971. EMPLOYEES MAY BE
REQUIRED TO SUBMIT ACCEPTABLE EVIDENCE OF INCAPACITY TO WORK THE
SUPERVISOR APPROVES OR DISAPPROVES:THE LEAVE REQUEST.

VED, THE:ABSENCE MAY BE RECORDED AS
AS LWOP OR AWOL, AT THE DISCRETION OF
S (513.331; 332 ELM)

WHEN THE REQUEST IS DISAPP
ANNUAL LEAVE. IF APPROPRIA
THESUPERVISOR. =~ '

THE SUPERVISOR IS RESPONSIBLE FOR'APPROVING OR DISAPPROVING
APPLICATIONS FOR SICK LEAVE BY SIGNING THE FORM 3971. A COPY OF WHICH
IS GIVEN TO THE EMPLOYE b g

{F A SUPERVISOR DOES NOT APPROVE AN APPLICATION FOR LEAVE AS
SUBMITTED, THE DISAPPROVED BLOCK ON THE FORM 3971 IS CHECKED AND
. THE REASONS GIVEN IN WRITING IN THE SPACE PROVIDED.

WHEN A REQUEST IS DISAPPROVED, THE GRANTING OF ANY ALTERNATIVE TYPE
OF LEAVE, IF ANY, MUST ‘BE NOTED! ALONG WITH THE REASON FOR THE
DISAPPROVAL AWOL DETERMINATIONS MUST BE SIMI LARLY NOTED (513.342 ELM)
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0.K. Let’s The Other
Rules And Definitions

Absence Without Leave is a non pay status-resulting fram ‘
a determination that no kind of leave (mcludmg LWOF’) can’

be granted, either hecause the employee did not. obtam; . |
advance authorization for the absence, or %he empioyee s

request for leave was denied.

Any employee can be charged with AWOU

All employees who are absent without
permission are considered AWOL pwxdu%g
the facts in each case. AWOL is an adm
installation for purposes of making a fin
comes to the attention afthetimekeeper 1e sl

SICK LEAVE

Sick leave insures employees against. loss-of pay if the
duties because of iliness, injury, pregnancy and com“ nement, ‘and medical (including dental or optical)

examination or treatment. : V
S:ck leave cannot be granted until it is earned exceptfar Advamed Sick Leave. A request is made in

duplicate on Form 3971, and appmved in advance by an appropriate supervisor, except for unexpected
iliness or injury situations in which case an employee must submit a request for Sick Leave on Form

3971 as soonas possible_gfteq.rgtym

i Sick Leave is approved, bm!:heeg'f:;:vk;v_(f_w doesn’t havesick eé%emonvertheabseme, the difference

is charged, AT THE EMPLOYEE’'S OPTION, TO.LWOP.or 4 ,ﬁgal Leave. if the employee has annual

leave, LWOP so charged cannot jater be conveﬂedbto 1 ’k or Annual Leave.

ADVANCED SICK LEAVE (240 HOURS) MA‘{ BE ﬁBVANCED TO WORKERS IN CASES OF
SERIOUS DISABILITY OR AILMENTS IF THERE IS REASON TO BELIEVE THE EMPLOYEE WILL
RETURN TO DUTY. SICK LEAVE MAY: BE*A@VAHCEB EVEN IF AN EMPLOYEE HAS ANNUAL
LEAVE, MEDICAL DOCUMENTATION MUST SUPPORT: EACH REQUEST FOR ADVANCED SICK

LEAVE.
LWOP

Leave Without Pay is an authorzzed abse ! frﬁm_ _;iuty ih a non pay status. LWOP may be granted
. upon anemployee’s request and covers ose hours which the employee would normaily work or

for which the employee would mrma!!y

Granting of LWOP is an aﬁm;mﬁtraﬁvé is fibt granted on employse demand except for
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'DISABLED VETERAN'S NEEDING MEDICAL ATTENTION and RESERVISTS, OR NATIONAL
GUARD members needing LWOP t{; perform military duties, as weil as on the job injury cases.

ANNUAL LEAVE . .. . .
Annual leave is provided to employees for rest, for recreation and for personal and emergency purposes,
Employees must be employed 90 days in order to take annual leave.

Application is made in writing, ingduplicété}#ﬁ-?énh 3971. Supervisors are responsible for approving
or disapproving applications for annual leave by sianing
the Form 3971, a copy of which is given to the employee.”

Except for emergencies, annual leave for all employees
must be requested on Form 3971 and approved in. -
advance. - N R

in emergency situations, the employse must notify. |
appropriata postal authorities, as soon as possible, as to-
the emergency and the expected duration of the absence.

As soon as possibls afferreturm to duty thé empioyes.
must submit Form 3871 and explain the reason for thie” |
emergency to his supervisor. _' | __ o

® siitary LEaVvE.
Military leave is authorized absence from postal duties without ioss of pay, time or performance rating
granted to eligible employees who are members of the National Guard or Reservists of the Armed

Forces. LUE s EE

Generally, an employee must be in a pay stamseltherimmedlate!y prior to the beginning of military
duty or immediately after the end of military duty. in order to be entitied to Military Leave.

Non-work days falling within the mriodgf mthtary duty specified by the official military orders are
charged against the military leave alibwancn.'ﬁeaﬁ&ork_'days talling at the beginning and end of such

military duty periods are not charged.

The employee must initiate a Form 3971 after he/she receives orders 1o report for duty. Upon return
from military duty, the employee furnishes acopyof military orders, properly endorsed by an appropriate
military authority to show the duty was perfonned B

COURT LEAVE

Court Leave is the authorized absence (w:thaut i{i&ébﬁé} redugction in, pay or leave to which otherwise

entitled, credit for time or service, or performance rating) of ah employee from work status for jury

. duty or for attending judicial procedures in _g‘nqgfﬁffic;‘a:}; capacity as a witness on behalf of a state or
local government. Court leave [s only granted to g_ﬁ-igﬂibl&;ﬁq{ngieyees who, but for jury duty or service as
a witness in a non-official capacity on behalf of the state or local government, wouid be in a work

astatus or on Annual Leave.
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Eligible employees who are summoned for ¢:
Court Leave status for the duration of the

.A PS 3971 is to be initiated and the Supervi
Statement of Service, compiete the requir

supervisor is to tell the employee that the _ ;
Original goes to employee for Court Ofﬁ”ner cemp]’eimn and a copy to the timekeeper.

HOLIDAY LEAVE

On Official holidays, eligible employees ge He‘!iday Leave pay for a number of hours equal 10 their
regular daily work schedule. This holiday pay s snstead 6f other paid leave which an employee might

otherwise be entitied to on his hoiiday

If a holiday fails on an eiig:b{e
employee’s regular scheduled work,
including Saturday or Sunday, the
employee observes the holiday onthat
day, the first scheduled day preceding ..
the holiday is desngnated‘ the'
employee’s holiday. o

When a holiday falls on a Sundayﬁ >

jch s a nonscheduled workdayfor | -

n employee. Monday is designated |~
as the employee’s holiday. However,
if Monday is also a nonscheduled work
day, then Saturday is designated as
the employee’s holiday. '

A full-time or part-time regular

employee who is scheduled-to ‘work -
on a holiday (or designated hoiiday)
and does not work, the employee will - 4
not receive holiday leave pay uniess ;|
the absence is based on extreme .
emergency and is excused by the- |-
supervisor. PTFs are not elzg%ble

To be eligible for Houday Lezave Pay, i
the employee must be in a pay status  — -

(efther work hours or paid leave) for C _
the last hour of his scheduled work day prlOf to,or the f“rst heur of the employee’s scheduled work day

after the holiday or designated holiday.

.THERE ARE OTHER TYPES OF LEAVE NOT L!STEB HERE HOWEVER, THESE ARE BASIC
ONES IF YOU ARE lNTERESTEi} IN OTHER TYPES CALL YQUR UNION OFFICE FOR MORE

INFO.

_wﬁ’aﬁa-_fﬁ w
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Attdnce And iscipline
Why Can I Get Fired?

The fact is postal workers are required:to.come to:work. In the past
decade, the once liberal leave policy of the Postal Service began to
change. Since 1970, the rules for leave, time and attendance have
become more rigid and thousands of-postal; workers:throughout the
country have lost their jobs because of. attendance irregularities.

It is not just AWOL charges, or No Call AWOL that.can get you fired.
The face is even approved absences can and sometimes do not resuit
in termination. - R

IN A NUT SHELL FROF ITRATOR
RPOSES ON

«ABSENCES APPROVED FOR! IRPOS
FORM 3971 MAY BE CONSIDERED 'AS PART OF AN
EMPLOYEE’S OVERALL ATTENDANCE RECORD FOR

DISCIPLINARY PURPOSES.”

@ WORKERS MUST COM

The ultimate battle ground on di%ipﬂi‘,\g casesisthe é@i&aﬁm hearing. Most workers will never see
the inside of a hearing room. The hearing is conducted like a court room proceeding.

very anti-worker decision one arbitrator summed up

The “judge” is called an arbitrater.-iig ~worl
: 1 the Uriior's position in the following National Union

management's whole argument and s
arbitration award.

“THE UNDERSIGNED MUST REJECT-THE UNION'S CONTENTION THAT THE
SERVICE IMPROPERLY LUMPED TOGETHER THE GRIEVANT'S PRIOR DISCIPLINE
FOR “TARDINESS?, "AWOL’ AND “FAILURE” TO MEET ATTENDANCE
REQUIREMENTS IN DETERMINING THE DISCIPLINE TO BE METED OUT IN THE

CURRENT INSTANCE.

EVEN IF ONE CONSIDERS THESE VIOLATIONS AS DISCRETE ENTITIES, AND
THIS ARBITRATOH DOES NOT, THEY NONETHELESS ALL DERIVE FROM THE
SAME STANDARD, TO WIT, THATEMPLOYEES'ARE REQUIRED TO BE REGULAR
IN ATTENDANCE (SECTION: 666.81 ELN

A REPEATED AND CGNS?STENK‘"%A}LURﬁ TO BE REGULAR IN ATTENDANCE
. MUST, DERIVATIVELY BE REGARDED:AS A FAILURE TO MEET THE
REQUIREMENTS OF A POSTAL POSITION AND ULTIMATELY, OF CONTINUED

POSTAL EMPLOYMENT.
S {Weisenteld, Arblirator)

L= Page 11— .
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on as Local Ere’sident;_that these types of cases should be fought

Even with all that it is still my positi cal Pre 1
lazy person or one who refuses to come to work for no legitimate

all the way. | am not one fo support a
son.

But, there are many deserving employees whathrough nafauitof their own are faced with an attendance
problem. Qur job is fo help those deserving empioyees.:: - -

THE POSTAL SERVICE POSITION

hat when a worker do&ﬁg;ot come to work, he/she delays the delivery of mail.

Management claims t : )
hedules haveiatqhe_chang;ed around and even overtime has to be used

The bosses claim that work sc
to get the work done. i

To an arbitrator who relies on his mail to get paid this makes sense and presents a believable situation.
The arbltrator usually has no real idea of whatdtisto be a postal worker and the pressure ofthe job as
well as the constant harassment of management, = o oo

Many times itis management that creates an “ dnn’t we"attatude in some employees. is rnanagement

that makes some people HATE to.come to:work

Even so, many arbitrators buymanagement’sthwry and Qphoid employee terminations.

. “TO ACCOMPLISH ITS MISSION, THE SERVICE REQUIRES A RELIABLE AND
DEPENDABLE WORKFORCE. THE GRIEVANT HAS REPEATEDLY
DEMONSTRATED HIS UNRELIABILITY-AND INDEPENDABILITY WITH REGARD TO

HIS ATTENDANCE DESPITE 'PROPER NOTICE THAT HIS ATTENDANCE
IRREGULARITIES COULD EVENTUALLY RESULT IN TERMINATION.

THE GRIEVANT FAILED TO HEED THESE WARNINGS AND HIS FAILING
MANIFESTED ITSELF-IN AN ATTENDANCE ‘RECORD WHICH NO EMPLOYER
COULD OR SHOULD TOLERATEINDEFINITELY" =

o {Weisenfeld, Arbitrator)

R et Ty [ A

So many people have lost their jobs becausé they wouldn't come to work in a regular manner. One
person jokingly claimed — “Well, if ] miss-work every Tuesday for six months that is pretty regular”

Obviously, that joker missed the whole point. Guess what? —HE WAS FIRED!

Attendance And The Contract

Under Article 16 of the National Agreementno enépfoyvée may be disciplined or discharged except for
JUST CAUSE such as ... “FAILURE T(}PE FGRM WORK AS REQUESTED.

. You are REQUIRED to beregular in aﬁendinae Failure to do so is failure to perform work as requested.
But, the coniract also provides that discipline MUST BE co RRECTIVE in nature and NOT PUNITIVE.

S Bige 12% s
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Also, there are various
degrees of discipline 1)
Discussion 2} Letter of
Warning, 3) Suspensions and
3} Removalis.

In order to be suspended or
fired the action must be
reviewed and concurred with
by a higher official other than
your immediate supervisor,

A prior discipline action
cannot be used against you
if there has been no
disciplinary action initiated
against youfor a period of two
year.

ANALYZING JUST CAUSE FOR DISCIPLINE

‘that it is supposed to correct and not punish, management
correct a problem on attendance before going into the formai

Since the critical factor of discipline is
. should show good faith by first irying to
stages.

There are basically seven tests for deﬁéfrnininé' ff_discipl_i_ne was issued for “just cause”.

Let's teke a look at them:

1) Did Postal Management give the worker knowledge ora warning that an employee’s conduct could
lead to possible discipline? (This could be a posted agg_it_:e or order in the order book.)

2) Was management’s rule o;i attendaﬁ‘éé; reasonahlaané related to the eHicient operation of Postal
business? L iR :

3) Did Postal management make a ‘m@{-éﬁgﬁ-’gi fmdeut if the employee did, in fact, commit the
offense or violate a rule BEFORE the dis‘c:ipﬁﬁeaisﬁis‘suad?:

4) Was there a fair and objective inves’tfggjﬁibrfﬁy)maﬁagement?
5) Was there substantial evidence pointing to theemployee’s guiltas charged during the investigation?
. mt.éis or orders even handedly and without

i tal management apply its attendance " y
O oviminet y charges and not received discipline?

-discrimination? Have others been gui!ty_af ;he_same_

7) Was the penalty imposed by Postal ‘Management:reasonable as relates to: a) seriousness of
nast record with the Post Service?

proven offenss by the employee’s

e Page 13-
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DEGREES OF DISCIPL IME'

.\ lot of workers are under the i :mpresslon tharthey cannot get fired because they substa
absences. This is simply not truel : _ vE rlate their

However, attendarnce is not normallya ™ s&dd&i’! death” violation like stealing or fi
ghting. In most cases,
attendance irregularities can be identified early enngh to call for “progressive discipline.”

Whatis progressive discipline? Well, the theory baswaﬂy isﬁaatbetmmesupme penalty of dismissal
: kﬁ“ several steps previously to correct the supposed

infraction.

Basically, in our post office there are fwedtséupiine stages:

1) Discussion - -thissiﬁ fo inor in‘!’mc%ions { cannot boe grieved)
2) Letter of Waming — Thls tsfon'nai disclpline iettarihatmust identify the deficiency (That
o fcarsbegr_ ved)

3) 7 Day Suspension —- This is a éiscip!mary Iayoff and will lead to subsequent removal if

. 4) 14 Day Suspension — Thi

5} Removal i ~ sc?mrge precedad by a 30 day notice. There is only 14
days (ca!endar} to file a gr:evance

Normally, a disciplinary track for attendance‘goes-!‘ke -this-—-

A discussion, a 7 day suspension, 14 ‘day suspensfen am'}‘ guess what — REMOVAL!

Much depends on the postal worker. t}suaﬂy eriod af three months is reasonabie in determining

improvement as it relates o attendame

So, If a Letter of Warning Is received ln»\!&#“‘ sh besides immediate improvement there should be
gh’t any- farther discipline.

steady improvement through June'in orderto '

M:tlgatmn And Attendance

There are some things that happen to ;:xeegfe that aauses them to miss work. We are only human.
And life being what It is, has its upa and dcwne :

.The difference is at the post aff;ce we face an md:ffarent managﬁment who it seems couldn’t care less

about what happens to us.
But, as 2 Unionwe try to find circumstances that mitigate the violations or supposed infractions of the

attendanece rules,
— Page 14 -
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Let's take a look at some of them:

@ CHILD CARE PROBLEMS

Normatly, this is one excuse that willNOT hold |
too much water. But, there may be times when.
children are a legitimate reason for missing’
work as stated in this arbitration case:

“Here we have an employee who has.
an atrocious record of absences, She-
has not, apparently, a continuous
problem of one sort, but runs the gamut
of excuses. Most of these claimsrélate |
to her children or to Union affairs. She |~
is NOT employed by the Postal Service .
to be either (a) a baby-sitter or (b}-a-
Union Activist...” I

«“Whatever the merits on other matters; -

it seems to me that her child being.

molested must be treated in anentirely . | )
. separate manner. The Postal Service, |

advocate suggests, post hearing, that ' .

no “proof” per se was submitted by the Union. The proof offered was testimony, a letter
from the Police and the 3971s prepared by the supervisor.

1o the evenﬂ-thus no necessity to go further was

There had heen no qaestiori as
't believe a reasonable and prudent person

developed. Under such situation, Fwouldn
would be able to work. PP

DOMESTIC PROBLEMS =

Again, home problems are excuses often used for not coming 1o work. Everyone has home problems
from time to time and most times this excuse wor'tdo. . -

But, as in everything, there are circumstances wherein domestic reasons can prevail as an excuse.
This is where the individual welfare of the worker comes into play.

Let's examine one such arbitration Casedgg;edby Arbitrator McConnell.

peals to one’s syg;}paﬁ'ry. It concerns a young woman with
domestic difficulfy who has been sheltered by a very
; joped the sense of responsibility

“This is a grievance which ap
more than the usuatl amount of nestic difficully.
. much concerned mother and who has not yet deve

necessary for work performance.

Her past record 1o well decumented and uncentested. Seven disciplinary actions within

- Page 15
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a two year period, mostly for offenses of a samﬂar nature 1o those giving rise to the
removal, cannot be lightly brushed-aside... :

They give evidence of the Postai Servlceuattempt, through progressive discipime, to

point out to the grievant how to fili the requlrements of her job satisfactorily . .

Because of the grievant’s yﬂuth aﬁd inexpenence inthe demands of an employment
situation | am persuaded to follow theé pattern provided by the Search award and direct

the re-employment of the grievant without back pay.

ALCOHOLISM

There are those cases wherein a defem";e' of alcohol and d:fug addiction is ralsed. Many times a true
alcoholic will not want to admit the probiam Other times an empioyee may be quick to claim this

defense after the fact.

i

ht.
ek e EE_.) .

Let's.|

S
F ”

“This case is distinguishable from the

'L Arbitrator Gamser decision. in Latter case,
the grievant DID NOT join AA until after his

e the;instant case the grievant had himself
.| - admitted to a detoxification unit two months
"I, PRIOR:to the effective date of discharges.
-} . Further, the record suggests that the
| .grievant is leaving New Haven for
i1 Tennbssee . . . sought to get on top of his

& problem before the Removal notice was

Under the circumstances descnbed herem l am ef the opmion that the grievant is entitled

to an opportunity to prove he can aga:rf become a praduciwe

postal employee.”
(Arbitrator Weisenfeld)

ON THE JOB INJURY’ i__j;

Many times superviso
at work.

u Many hmes arbitrators are reluctant to bring back
- .aworker who has claimed addiction as a defense,

) l; Som will, while others won't, give it a second

ook as one case where there was a final

rs will chargeemﬁiéyees w:th ti_r;e theyteok off because of an injury that happened
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Of course, when an employee is injured-at work the best thing they can and must do is reportitso it

can be on record in case a worker has totakeoff. -~

There is no question in anyone’s:mind thattime éff-ircni ‘iis:érk because of a legitimate on the job inj
should not be used in order to punish a worker.” - SR s Jon iy

This reasonable rufe of thumb is backed up by Arbitrator P. Williams

« .. It necessarily follows to be said that, it is INAPPROPRIATE for the Employer to
consider an employec as being AWOL and subject to disciplinary action when he has
filed an OWCP claim wherein'he charges hé is totally disabled for either a stated period

of time or permanently””

/MPROVEMENT TIME, PERFECT ATTENDANCE

A lot of times we in the Union will.argue:that:
management has not given a worker enough time

to show improvement or has not considered the | - -
time that has elapsed since the previous.action. | -

Many times we fight with management because:
they expect a worker to be perfect and there

simply is no such animal in the. post office
(although at times we like to consider ourselves -
perfect.) R e I

Our arguments on these types of situations’ are
best summed up by the following three arbltratnrs .

“perfection in attendance has always been
recognized as a goal tobe striven for. But,
lack of perfection is nol recognized-as”
grounds for discharge. it.is an impossible
expectation that an ordinary mortal will
attain perfection in anything. If lackcof perfection should reach a certain point, of course,
it might be a basis for discipline. But-fack of perfection is not grounds for discharge
which the National Agreement ot the Handbooks and Manuals require.

- EE R (Arbitrator Gerald Cohen)

«After reviewing the evidence, | conclude that | agree with the grievant. To permit 19
months to pass without any discipline action being taken for repeated poor attendance
is to lull an employee into a false sense of security. | am notconvinced that the employee

was aware of the fact that her job was in jeopardy.
i T {Arbitrator G. Cohen}

“Newhere in the disciplinary letter, or. in the evidence in general is the Grievant
specifically ol that approved leaves are entered against her record. Her supervisor's
S g 17 e
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testimony is far from clear that the Grievant was specifically told that authorized ilness
. cc;{id be the basis of a final discharge. The problem is not one of condonation, but of
notice. The purpose of corrective discipline is to apply progressively more severe
penalties as the need indicates to be necessary to bring an individual to a realization of
existing jeopardy from a course of condugt . . . It is hoteworthy that the Grievant did

show improvement, far from adequate performarice, but improvement”
o {(Arbitrator H. Casselman)

*The stipulation required a continued improvementin attendancs, as wellasa ‘substantial
improvement.’ The Grievant has NOT fully satisfied this latter requirement. The Grievant’s
demonstrated improvement in his attendance record destroys any justification for his
removal. el

Not only did he achieve the level of improvement required by the stipulation, he also
a::hiave;d a sick leave balance and retained such a balance at the time of his
remva - - . O Lo H

: o B (Arbitrator F. Holly)
Well, so far we have examined a partial list of atiendarice rules, some defenses and taken a look at
the contract, as well as, attendance arbitra isions. - -

1 sincerely hope that you will read this and uﬁderstaad the scope of the problem when it comes to
.deafing with attendance cases. ‘ ‘

As | stated before, | believe we should figixt attendance cases all the way, if necessary, simply to
protect our interests as a unionand to give cur members a fighting change.

Not everyone agrees with this policy and there are some who wil even claim | am wasting my time in
preparing this booklet. : P ey TR

The fast is, no time is wasted if we educate even cne member on this subject.

THE ABSENCE RUT

The vast majority of postal workers come to \éfbﬂé and on time. But, there is a small percentage that
find themselves at the bottom of one heck of an attendance rut.

e

We can sum up these employees into three basic types:. ...

SRR L A ot
1) THE MONDAY MORNING MISSER - this employee.lakes off on the day(s) before or the day(s)
after rest days. This allows fora mini-vacation of sorts, but actuaily it creates a pattern that can easily
e traced and used against the employee as evidence of unsatisfactory attendance.

. 2wee) TkgHE PARTY PATSY — this employee takes off on the day after pay day. Also there is a pattern of
nd absences, Others request to be excused to attend weddings, reunions or other family functions
ard when request is denied they callinsick.

wlﬁsg.a* 18—




Nav-27-00 07:45BA

Some workers even party with the supervisors <[~
who turn state’s evidence against the worker |
and forget about the “good times” they had at

3) THE SICK SLICKSTER — this employee |
calle in sick when not actually ill. its easy. Just |-
call in! At first it looks like there is no sweal.
Then one heck of a game starts up. Medical
slips are easy enough to get to cover the' |
absences. Soon it's habit forming. = UE | LT

Then comes the first discipline. A stupid lefter -
of waming. “Oh well, it's just a piece of paper”’

Even a 7-day suspension won't be that bad; - |
the time off is tempting. “Maybe Vil fight this, |~
wo'll se6.” 5

L

But, then the worker reaily gets ill. Theflubug |-

bits and the employee is forced to take five ‘|

days off. Then a family emergency dndalitte = .

bit of car trouble sneaks up and before you Know it a 14-day suspension is issued. This one hurls. It’s

a whole pay check! Quick grab the Union Rep. — getto reduced to two days.

A couple of weeks pass and a tooth starts acting up. Then that bothersome knee finally gets scheduled
‘a wéek or so. More time off. This time it is all

for surgery. But the babysitter has to leave town for
legitimate. But, too late the dirty supervisor issies a HEMOVAL. Panic sets in and depression. More

time off. :

All the previous absences and discipu#% Lo
TO CARE! o

THE REAL VICTIMS

The victims of attendance

abuse appear to be
management, the absent

" -._;...fi. YOUR : employee and their families.
| = | Butactually it's the dedicated

| wo RKL'F E employee who suffers most.

The average worker comesio
work and is proud to have a
good sick and annual leave to
their credit. It's a goodfeeling.

But even this unsung hero of

— Page 19—
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the attendance war is human. Humans géislck’it is such an ugly feeling to a worker with several
hundred hours of sick leave credit to get an AWOL for a 1-day absence in a 6-month period.

It's insulting to the dedicated worker to ha_»ira years of good aftendance ignored. it's degrading to have
to go to the doctor to get a slip so that the indifferént supervisor will take off the AWOL.

Many times the dedicated wol
challenge to the biggest alten

Management goes against their ownrules byl

rker :_‘amain%g; é_iié,_ét._vfcti;h,...‘ghoosing not to make waves. There is NO
dance abuser of all — POSTAL MANAGEMENT.

ump—ing aﬂémia!cyees into one attendance bail regardiess

of the record and circumstances. Management claims their production Is down so they come up with

ail kinds of programs to reduce leave usage...._ . .

Long time workers are denied vacations. Harassmentincreases causing stress which causes absences.

it turns into a vicious circ

issued.

Discipiine is given out like hot cakes. Prod
millions are spent on the attendence war.”

The casualties increase daily. It's the silent ones that are se:

le. Good med:eai ’sj!_ip's;a;e tumed down. Automatic AWOL charges are

N

ction is down. Morale is down. Absence rates are up and

W Lo
Lt ol s

e W%

sl

nt to the slaughter first. By the time these

silent victims get the nerve to complain it'salt-over butthe burial.

WHAT TO DO?

A work life is a terrible thing to lose. Los! jobrr
your home life. Bilis pile up, arguments starts, kids go hungry, state aid is denied,
unemployment benefits are denled.

R

ngyour joh not only affects production it can kill

. P

Friends turn away and a miserable life continues.

The situation may appear hopeless, but in reality much. |
can be done to turn the tide in favor of postal workers... .4

To begin with, the best defense is }é;&gjégq{ar:‘in -
attendance and avoid unscheduled ahsences. A

But next to that defense is theart FIGHTING BACK™. |
say it's an art because there is a skill that is necessary to

fight back.

@ The skill is called — DETERMINATION! Only by .|
determining that you will do something about
will we ever begin to turn the attendance war in our favor.

ot FIGHTING BACK™ 1 |

G

the situation

— Fage 20—
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_sure you sign and DATE the signature bioc
by the supervisor. DO NOT FALSIFY A 397

It doesn't take much to develop this kil Yourhave a powerful ally | j

: . tis skill. You. . y in this fight — YOUR UNION.
we can’t do it without you. The Union can help youin your determination to clear your record re?nfvf
an AWOL, challenge unfair discipline and.gain dignity at work. '

But you must have the will power to fight back an i to win, Let's take a look at some of the things you

can do.

Protect Your Job

Let's start off from the gate. COME TO WORKL Easy enough — right? WRONG. From tie to time you

will get sick or be forced to take time off. There are a few things you must do if you need to be oft.

CALL IN e
eéiéﬂﬁiﬁéwqu'center or Data Site Office. Always get the name

As soon as possible call in to your d
of the person who you talked to. Write it down, You should keep a running calendar of your work hours

and time off. Keep a log. You would be surprised how much this will help in a hearing.

1-3 DAYS OFF
or less, the supervisor may accept your verbal statement explaining the

For periods of three days _
absence. The only reason medical sfip would be required from you Is if you are on Restricted Sick

Leave or to protect the interests of the Postal Service!

if your attem{ance is pretty good {Youknow when it;"i's)', then a one or two-day absence should not
require a medical substantiation. BLnjusfbecause youshoukin’t have to substantiate a 1/2day absence
doesn't mean you ignore the demand for inedical slip:YOU HAVE TO FIGHT THIS DEMAND! Call

your shop steward and tile that grievance. If necessary to file a discrimination complaint. Your shop
steward will help you file the complaints. - '

PS 3971

The document is most important. It
talse information on the 3971, Imagine that, you co
both. It's nothing to take fightly. Tk

there shouid afready be a PS 3971 filled out. Check every box to make
lly Type of Absence. Write down the reasons you were off in the
emembering your absences if needed at a hearing. Make
k. I your request is denied, there must be a reason stated
1 OR MEDICAL SLIP. IT IS NOT WORTH IT! IF YOUR

SHPERVISOR HAS MESSED UP THE FORM, FILE THAT GRIEVANCE!

MEDICAL SLIP DEMAND

For absences in excess of three days, employees ARE REQUIRED 1o submit medical or other
documentation that is acceptable that shows you could not work.

R

actually states that you can be imprisoned and/or fined for giving
uid go to jail for five years and be fined $10,000 or

When you report backto duty,
sure it is accurate. Check especia
remarks column. This will assist you inr

# you are out of work over three days, you have no choice. You must provide some sort of

wPageff@
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sgubstantiation” to cover your absences. For sick leave a doctor’s certificate that states the period of
absence due 1o sickness and enough information that shows you were or will be unable to perform
ur normal duties. ' SRR SO

Statements that say “under the care” or *received treatmont” are not acceptable to management
unless it says what you were treated for. The Union doesn’t believe that medical information should

be disclosed — but that is another story.

If your supervisor REFUSES TO ACCEPT your medical slip, file a grievance immediately and also a
discrimination complaint if necessary. DO:N’T LET THEM PLAY WITH YOUR WORKLIFE!

AWOL B
This is a very serious charge. A supervisor has said you are not getting any leave and also the
absence is disapproved. The supervisor must write the reason on the 3971. “Scheduled and needed”

i not a valid reason to disapprove your leave request. . -
T OF AWOL STAY ON YOUR RECORD WITHOUT

NG WAY SHOULD YOU LET EVEN A.1 UNI
FIGHTING TO TAKE IT OFF. |

AUTOMATIC AWOL IS PROHIBITED. INDIVIDUAL MERIT MUST BE CONSIDERED AND IT MUST
BE BASED ON THE OVERALL ATTENDANCE RECORD,

@rIGHT BACK! SEE YOUR STEWARD AND FILE THAT. GRIEVANCE AND COMPLAINT RIGHT

RESTRICTED SICK LEAVE
There is a list called the Restricted Sick Leave List which means that if your name is placed on this list
ANY sick leave requested must be supported by a medical substantiation.

In order to get on this list you MUST be g _ rfttét notxee. Normally it takes nine months to geton
satjsfactory over a three month period, there MUST be a

R.S.L. First, if your sick leave usage is unsatisfactory overa
verbal discussion between you and your supervisor. If alter another three months there is no
improvement thereis supposed to be yet another discussion. H after another three months thereisno

impmvenmnt, you can be placed on R'S:!-:if; S R

&L Biit if there is evidence of abuse of sick leave your name
language and hard to prove.

This is the normal manner of getting R.
can be placed on jt much sooner. Eviédez}ggg{ abuse is a strong

EDIATELY. If there have not been two

It placed on Restricted Sick Leave YG‘U‘:&HSTMGFQEVE IT MM
YOU MUST grieve the placement on

previous discussions and you do not abuse your sick leave,
R.S.L. (There Is no such thing as Restric:ed'iknnuai Leave.

@ STEP INCREASE DENIAL -
For about 8-9 years of postal employment you should continue to get periodic step increases.
Sometimes your supervisor will try to deny your Step increase oF defer it for seven pay-periods. This
deferment cannot be based solely on aftendance. If this s the case YOU MUST FILE A GRIEVANCE
AND COMPLAINT immediately upon getting written notice of denial.
ey
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. mailed to the wrong place.

EXTENDED ABSENCES

if you will be off for extended absence you should substantiate your absence no more frequently than

one per pay period. After the first three days it is suggested that you mail, by certified mail, the
r."This way you have proof you send the documents. iF YOU GET

medical slip to your Unit Superviso
ANY DISCIPLINE CONTACT, THE UNION OFFICE OR YOUR SHOP STEWARD DO NOT wair

UNTIL YOU COME BACK TO WORK! FIGHT RIGHT AWAY!

DOCTOR’S APPOINTMEN 78
Usually an employee knows ahead of time when a dental or medical appointment is scheduled.
does not take eight hours, but it could. The best thing to do is to make

Normaily such an appointment
the request in writing (by using 3971) in advance. if denied, a grievance must be filed immediately. I
granted it should not be used against you in any future discipline.

DISCIPLINE ACTION

No matter what, any Letter of Warning,
Suspension or Removal action must be grieved.
DO NOT ACCEPT IT WITHOUT AT LEAST
TRYING TO GET IT REDUCED, HELD IN
‘ABEYANCE OR TAKEN OFF YOUR RECORD

COMPLETELY.

DOCUMENT COPIES

“The supervisor must give youa copy of each PS
\.-| .3971-that is submitted and acted upon. KEEP
"'| YOUR COPIES! If management does not give
you copies, file a grievance right away!
Remember about the fine and imprisonment.
Management has their records, you have to keep

yours.

Aiso, ALWAYS keep copies of medical slips.
Things have a way of disappearing in the hands
of a §upmi$an

MANAGEMENT NOTICES
nt has mailed you a notice that is not certified you can

Please do not believe that because manageme
elaim you did not get iL. Whenever management mails you an official communication or discipline
notice you can bet that they had the Jetter carrier sign he/she delivered the letter 1o your address.

address and the notice was

The only defense would be if you moved and management had your new
You must be able to prove this.

Any notice that you receive of an official nature dealing with attendance can be grieved to have it

removed from your records. DOIT!

- Page 23—
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TARDINESS

he regulations allow you to make up hours if late. Of course, it is left up to the supervisor to grant it.
utitis not to be unreasonably denied or discriminatorily granted. The request must be in writing on
PS 3971 or PS-13. If denied unreasonably, it has to be immediately! Don't wait until the end of the

day. If the supervisor makes you iate by hiding your time card, grieve it too.

CLOCK RINGS

There is no such thing as five minutes to be late. The leeway rule is used to eliminate adjustments
necessary because of congestion at the time clocks. Itis used for awhole eight hour period. Reporting
late from lunch can be a basis for discipline, If you get an AWOL for later reporting or undertime or
even discipiine for creeping overtime, you must grieve it and fight to take it off your record.

\\u\i// .~ TIME waITS
..._Q =~ .~ FOR NO ONE
~ YOU ONLY
- HAVE 14

\ CALENDAR
\\ bpays o

I\ GRIEVE AND

— Page 24







