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Introduction

It is human nature to feel uneasy and intimidated when confronted with the
prospects of dealing with the Office of Inspector General/Postal Inspection
Service, whether as an individual under investigation, one required to
cooperate in an investigation of another co-worker under investigation, or as
a steward called to advise those employees and assist them in such a
situation.

Over the years the APWU Research and Education Department has
developed booklets intended to provide guidance for employees and
stewards when dealing with the Postal Inspectors and their intimidating
tactics. The most recent update was developed in 2006. The information in
this pamphlet is an assimilation of those previous efforts of the Research and
Education Department, most recently headed by Joyce B. Robinson,
Director.

Everyone has their own method and preferences in providing the training
and material that is necessary in order to assist stewards and officers in
upholding our responsibility to protect the workers we represent; often from
themselves where investigative interrogations are concerned. It has been our
experience that this aspect of representation often results in the steward
feeling overwhelmed with the responsibility of knowing the contractual, and
legal rights of the employee and themselves in these situations.

To that end, and with gratitude to Ms. Robinson we have modified the
format and information contained in the official booklet in an effort to assist
stewards in feeling more comfortable in dealing with Interrogation by the
office of Inspector General/Inspection Service without being overwhelmed.

Robert D. Kessler/Dennis Taff
National Business Agents
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RIGHTS OF STEWARD

WHEN DEALING WITH

INSPECTION GENERAL­
INSPECTION SERVICE

INTERROGATIONS
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Article<17:3

In tbe event the duties require the steward leave the work
area and enler another area within the installation or post
office, the steward must also receive pennission from the
supervisor from the other area he/she wishes to enlCT and
such request shall not be unreasonably denied.

nle steward, chief steward or other Union representative
properly certified in accordance with Section 2 above may
request and shall obtain access through. the appropriate
supervisor 10 review the.documenlS,. files and other records
necessary for processing a grievance or delennining if.
&rievance exists and shan havc thc right to intervicW' the
aggrieved employee(s), supervisol$ and witnesses during
working hours. Such requests shall not be. unreasonably
denied..

While serving as a steward or chiefsteward, an employee
may not be involuntarily transferred to another tour, to
another station or branch of the particular post office or 10
another independent post office or installation unless there
is no job for which the employee is qualified on such tour,
or in such station or branch, or post office.

Ifan employee requests asteward or Union representative to
be present during dlC course of aD interrogation by the
Inspection Service, such request < will be granted. All
polygraph tests will continue to be on a voluntary basis.

(The preceding Section, Article J7.3, shan apply to
Transitional EJnployees)
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bear 'ill:

!'hi,: letter is in respo:DSe to your cClr::e$pcD~ce of OCtober 20
regarCSillg _ previous let:t.er of 1Dquir,y of t.he o.s. JIost..al
servIce·. 1DteDt to acxIl.f7 .its regulaUoms 'to ccap1Z viu a
Hatioral 1oal>Or bl.atioDS ~cPs (RI.:ItS) oecl..1oza b Case
32-eA-&''''O (Pl.

It is the pol.iey of the u.s. Postal service to e::c::tIDIply with
its cCDuac:t':aal aDa legal cbl1gatio:r:as. I:D :Pacific ~elephcr:ae
5 '!'elecraph v. RLD, 7U r. 2c! 134, the RiDtIl CIi'CU1~ Court
of ~ppeal.$ (vMai c::o-.ers caJ.ifornia Il.Ad sevezoal ot::ber vesten
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pc1iq 1IlOc3.:i.:ficat.iOllS v111 t>e =ad.. "l'be D.S. Jtoct.a.1 ~rvice

wi1.1 cOlltizwe ~ ctalpl,.. with applicable F~isicas of t:.he
Nat.ic~l Agree-ent., with regard t.e thu mat.ter, 1._
inst.allat.ioftS DOt. C'O?ereC5 1:J1 the Ninth Circa1t Collrt..

Sincerely,

w· .
r' Joseph

As,;;ist.an

u".,.,.«· -
Il., :1r.

Postmaster Genera..1
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The shop steward has a right to interview agents of the Office of
Inspector General and/or Postal Inspectors.

6



:-s~~• •... -- ._ c
Z _ a
:J ...- _.- .•••••••

au:. .7ame~ CCCAOrs
AssistaDt Dinctor
Clerk C2:a!t. Divi.sion
AmeriC&D Pos:a.l Ronen

On1=,· AFt.-el0 JUl ! ~ sa
1300 L S::eet, H.W.
Washingt.on, IX: 200D5-4107

ite: c:J.a.ss Action
orlando, Ft 32862
84C-3&-C 51710

OD .:rUDe 1., 1S8., "e .e~ ~o c1icc:1acC ua &bo.,e-cap~ioD.c!·

grievance a.t. ~e foun-.h s:ep of our cont::acc;ual srieva.n~e

pn»cedun.

Ttle issue in t.his grievance is vbet:.her aanagement properly
denied the stevard'$ request to 1Aterv1ev po5uJ 1cspect.ore

III full settlement ot this griev~nce, v. Ilutually Feed to
the following:

'the Posw Service agrees that a st.~ vbcl is
processing &Dd investigating a sri.vaAce 'shall not
be unrCi:uoa.ably c!enie4 the oppcr,tunit.! t.o b.:eniew
"PoSuil Inspectors on appropriate occ:asiOAS, e.g••
vi'Ch respect. to any evena actUil1ly observri by'
said ins~ect.o:'s and upon vhich a ~isciplinar.r &~lon
vas baSed.

Please s19:1 &tid return the enclosed ,coPY' .of Uis le~t.er as
rou: adt.novleOgment. of agreement to .$e~c;le Ulis c:a:se.

Ti.&e lS:aits vcre extenced by mutual consent.

Sinceni~,

DeparCllent

Q e ~ r= ,..-/
~E:S COI\nOCS

Assistant Dircc~r
Clerk Craft Division
American Postal Workers Onion,

AE'L-CIO
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ROLE OF STEWARD

DURING AN

INTERROGATION
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The role of the Union steward during interrogation by the Office of
Inspector General and/or the Postal Inspectors is to clarify the facts,
assist the employee in articulating an explanation and to advise the
employee when to remain silent and to consult with an attorney.
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ROLE OF THE STEWARD
DURING AN INTERROGATION

It is important that the steward recognizes both his/her role and the rights of the
employee during the interrogation process.

Postal employees are subject to investigation by either the Office ofInspector General
(OIG) or the Postal Inspection Service for off duty as well as on duty offenses.
Generally, offduty non postal offenses, subject to investigation includes, but are not
limited to:

• Serious acts of criminal violence;
• Use of fire arms or dangerous weapons in the commission of a crime;
• Grand larceny, burglary, embezzlement, or robbery, and
• Sale or possession of narcotics or dangerous drugs.

Article 17, Section 3 ofthe Collective Bargaining Agreement states, "Ifan employee
requests a steward or Union representative to be present during the course of an
interrogation by the Inspection Service, such request will be granted. All
polygraph tests will continue to be on a voluntary basis."

During an interrogation by the Inspection Service, it is most important that the union
steward or representative recognize his or her role. He/she should not allow either
an agent of the Office of Inspector General (OIG) or the Postal Inspection Service to
limit his/her participation to that of a passive observer.

Although a steward should not tum the interrogation into an adversarial proceeding
and prevent the inspectors and/or agents from questioning the employee, the steward
should nonetheless advise and actively assist the employee. He/she should attempt
to clarify the facts and assist the employee in articulating an explanation. The
steward may ascertain whether the employee is under arrest and/or whether the
employee is the subject of a criminal investigation or is a suspect in a crime.

In situations where a steward or Union representative believes an employee may be
the subject of a criminal investigation and/or there are legal issues that need to be
addressed, he/she may advise the employee to remain silent and not to sign any
statements/forms until they have consulted with legal counsel.

10



FIRST THINGS FIRST

!LPon arriving to represent an employee that is being
interrogated the steward should:

• Remain calm-you are there to help the employee;

• Refuse to be intimidated by the Inspectors;

• Inform the employee to remain silent until they have consulted
with (you) the steward;

• Insist on consultation with the employee.

• Instruct the employee to remain calm;

During consultation the employee should be instructed;

• To ask, "Am I a suspect in a criminal matter? If the answer is
"yes", instruct them to remain silent until he/she consults with an
attorney;

• To not physically resist arrest or search of your person or
property. However, request to see a search warrant. If they do not
have one, inform them that you do not consent with the search;

• Not to let your "guard" down if they suggest you do not need an
attorney, or assistance from the steward in answering their
questions;

• Not to sign any typewritten statements or make oral remarks
without consulting first with your steward or attorney;
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• Not to sign any papers waiving your rights, period! This includes
Form 1067, and Miranda Rights;

• Not to admit or deny any allegations without consulting with the
steward or attorney (especially if informed that they are a suspect
in a criminal matter)

• That they have the duty to cooperate in the investigation but
cooperation does not mean 'CONFESS.'

• That they are not required to make a written statement;

• If making a written statement do not let the inspector write,
dictate, modify or tell you that your statement is not "good
enough". These people are trained experts in getting employees to
write what they want said, which is then used to support
allegations of wrongdoing.

• Regarding the "bad guy/good guy' routine and inform them that
neither one of them are GOOD guys or their "friend".

• Not to let them con you into believing if you confess and promise
not to do it again, it will help you. They are not there to help you!

• Most of all not to volunteer any information regarding a matter
that is not the subject of their interrogation. WHAT YOU SAY
WILL BE USED AGAINST YOU.

• Not to let them intimidate you into continuing the conversation
after you have informed them that you are not making a
statement or that you do not wish to continue without first
consulting an attorney.

• To ask if you are free to leave. If so, leave.
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STEWARD'S RIGHT

TO REFUSE TO

DISCLOSE INFORMATION
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The shop steward has the right to refuse to disclose information which
was obtained during the course of the performance of his/her duties as
a Union steward.
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STEWARD'S RIGHT TO REFUSE
TO DISCLOSE INFORMATION

A demand by the Postal Service to interrogate union stewards concerning information
communicated to them by employees they represent in their capacity as union
stewards constitutes a violation ofthe National Labor Relations Act. These demands
which carry threats of discipline, if the steward does not cooperate, are clearly
demands to interrogate employees about their union activities.

In these circumstances, the Local should file an unfair labor practice charge against
the Postal Service alleging violations of Section 8(a)(1). Those Locals should also
ask for injunctive reliefunder Section lOG) ofthe National Labor Relations Act: The
damage done by such a demand is irreparable because of the ongoing chilling effect
that it has both on an employee's willingness to consult stewards, and on the
willingness of employees to serve as stewards. Such harm cannot he repaired with
an eventual NLRB cease-and-desist order. For this same reason, the charge should
not be deferred to arbitration. The Local should cite Cook Paint and Varnish Co.,
258 NLRB 1230 (1981) when contacted by the Board Agent. Such a charge should
allege as follows:

"On or about insert date, the U.S. Postal Service interfered
with, restrained and coerced , employees
of the USPS, in the exercise of their Section 7 rights by,
among other things, demanding under threat of discipline
that union officials submit to interrogations about their
union activities. Injunctive relief under Section lOG) is
requested."

SPECIAL NOTE: Although APWU stewards enjoy a qualified privilege as stated
by the Board in Cook Paint and Varnish Co., as employees of the Postal Service,
they also have an obligation to cooperate with employer investigations in judicial
proceedings. Should a steward be subpoenaed to testify before a grand jury or in
court, a steward may well be held in contempt ifhe/she refuses to testify based upon
the NLRB privilege for union stewards spoken of above.

However, the National Union contends that the "steward's privilege" does apply in
the context of investigatory interviews by Postal Inspectors or the Office of the
Inspector General. Therefore, ifrequested to supply this type ofinformation send the
letter on the following page by certified mail, return receipt requested.

15



Often an agent of the Office of Inspector General or a Postal Inspector,
will attempt to solicit testimony from the shop steward. The shop
steward should refuse to submit a written or oral statement and mail,
a copy of the sample letter (enclosed below), by certified mail, return
receipt requested.
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SAMPLE LETTER TO THE OFFICE OF INSPECTOR
GENERAL AND/OR POSTAL INSPECTORS

DEMANDING TESTIMONY FROM STEWARDS

Dear----------

I am writing in response to your request that I provide you a formal statement
concerning the actions of grievant , who is the subject
of a removal action by the United States Postal Service.

Because the information you are seeking was obtained by me in the course of the
performance of my duties as a Union steward, I consulted a National Officer of the
American Postal Workers Union AFL-CIO concerning my responsibilities. I have
been advised by APWU, and by the National Union's General Counsel's Office, that
I may not lawfully be asked to disclose information obtained by me in the course of
my performance of my duties as a steward.

Under decisions ofthe National Labor Relations Board, particularly Cook Paint and
Varnish Co., 258 NLRB 1230 (1981), stewards may not lawfully be asked by
employers to give testimony against individuals based upon information obtained by
stewards in the performance of their duties as stewards.

Accordingly, I respectfully refuse to provide you the evidence you are seeking against
the grievant, as it would be inappropriate for me to provide you a statement in this
matter.

Sincerely,
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Synopsis of decisions rendered by the National Labor Relations Board
on the rights of a Union steward to refuse to give testimony against the
grievant.
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This report: covers selected eases of :interest that were
decided during the perioc!. from March 'through September 30,
J.994. Ie cii.scusses cases which were decideci upo%1 a requese
for advice £rom a Regic:mal D:irector Qr on appeal frcm a
Regional DireCUlr' s dismissal of unfai:' labcr praet:ice
charges. It also summarius c:ases in which :t -sought and
obtained. Board authorization to instieute injunction
prc:x::eedi:ngs under Sect.ion J.O (j) of the Act:_

FreCier.ick L. Feinstein
General CClmSel
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~Scci~lin: Qf ppignStewsrd fQr Befc$;nc
tQ COQJ2e"'ste witb EmpJo,yer :rnVeEt:isatitm

1%2 another case c::cmsidered~ this' -period, we
ccncludeci that an employer could not la~ly .ciscipline a
union stewarci for refusing. to prOvic!e i"t:. ....Q.th a written
account of an employee's conc!uet :witnesse'd .as a result of
her performance cf her c9.uties as steWU'C1.

The Elnployer' s plant manager had requested the steward
tc atte.:::J.cl a meeting; aleng with an employee a.nC the
employee 1 s supervisor, ccncerning pcss!!;)le discipJ.iDe of the
employee. At the ena of the meeting the employee was
terminatea and the sr=p left tl:i.e 9ff1ce. As they walked
into the· aajoi.tW1g hall;, the employee allegec!ly told the
plant manager that be Was -a rotten, no good bastard, [aDd
if 1;he employee] had his mon~y right now [he'd] Cirag [the
manager] outside anci kick his •• The plant 1UU'Iage::'
tole! the supeZ"V'iscr a.nc! the st.eward that he wanted
statement.s .from them setting fClrth what ·the emplcyee haC!
said. When the st.eward objected she was advised that she
would be su]:)ject to disc:bars;e if she did not previde the
stat.ement.. The steward tbereupon '~tted the statement as
direetec!. .

We concluded that the threat of discharge unlawfully
interfered with the indiviCual's protected right to serve as
unial stewarcl. Although the dischargec! employee 1 S
intem;pe:rate remarks may not· have been protected, the steward
would Dever have witnessed the outburSt bat for her role as
stewarc!•. "rbe eut.b1::&:rBt, which oc:c:urrec! as the parties were
leavi:lg .the plant ma:&:lager's- office', was not :viewed as­
separable from the e~e;p.ts fer which -the • stewarc3.' s attenclance
hac! been rec;uirec!, ·but rather, was c::c::IDS.o.erea as part of the
-res gestae of the gr1~ .Qiscuss1cm.· et., Thor pgwer
%gol cpmp2n¥. -148 NI.1U3 137', 1.380 (1!!'''), enf'd., 353,. 1'.24
584 ·(7.eh .Cir. 19(5). Further, eve}2 if the discipl.inary
meeting were found to have enc!ed prior to the outburst, the
steware! 1 s role was cc:msidereCl a CODtinUCUS one., inasmuch as
the dis'Cbarg'ed employee ·s~l.l. haC! 'a right to file a
ccntractual grievance protesting his discharge,' anc! the
steware! woule! likely be i.nvclvec! i.%l- that process. It was
therefore cencluded that the threat occ::w:red c!uring a time
when the ';.nQividual was acting as stewara..

Further, the threat was deemed to have a chillinC'
effect on the steward's right to represent the c:tisc:haiVee
and other employees in an atmosphere free of coercion. A
requirement that stewards, UI:lCier threat of discharge I

prepare 'Writt.en reports on the· conduct of employees they
have been requested to represent, clearly cc:mJPromises the
steward I s obligation to provide I and an employee I s right to
receive, effee:tive representation. Employees wi.ll be less
inclined to vigorously pursue their grievances if' they know
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that the employer can require their representa't.ive to
prepare reports on their conduct at such meetings, 'inclucting
spontaneous outbursts whiCh mayor mGy net .be protected.
The Board bas alsc recOgnized that employer effc:r't.s to
dictate the ma%lner in which a U%licn -1DUSt present its
grievance position may have a stifling effect on the
grievance ZllaC'hinery a%2d could ·so heavily weigh the
mec:ha%l; SID 1:1 the employer's faVor as to render it
ineffective as aD inst.."""UDIe%1t to satisfae::tOrily resolve
grievances.· - Rilwa'; ian Bay1'ins Sg:yj.<:EL Ltd,. 219 NIrRi 76'5,
766 (1975), en:f'd., S4S 2d 674. (9th Cir. 1976) (employee
disCharged for ealli%lg the general manager a liar du:riDg a
grievance meeting on the employee's prior discipline.) By _
p;Lac:i%lg the stewarC.· under threat of disc::ha.rg'e if she :refused
to supply the stateJD.e%lt the ED;:lloyer was deemed eo have
stifled vigorous opposition to its grievance/discipl.ine
dec:isions and to have heavily weighted the grievance precess
in its cw.nfavcr.

'While ac:knowledging that a wUO%:l steward does DOt enjoy
absolute immllXlity from employer interrogation, the Board, in
its decision en :remand in Cook ?iliDt aD~ VarniM <:Q..., 2SS
NLR'S 1230 (:J,9S1). held that an employer had unlawfully
threatened to aiscipl.ine a steward for :refusing to submit to
a pre-a:rbitration interview Cl.XId refusing to make available
notes taken by the steward while processing the grievance
that was being arbitrated. The Board noted that the steward
had not been an eyewitness to the events, and that his
involvement occ::w:red solely as a result of his processing
the grievance as \tD.icm steward. ~ Board. then DOted that
the notes sought by the employer were the substaDee of
cc::n:wersations between the eD:!Plcyee ana the· steward, a:Dd that
such consultations were ·protected activity in CX1e of its
purest forms.· '1'h.e Board concluded that -to allt;:* the
emp~oyer to compel disclosure of suCh i.nfo:rmaticm under
threat of aisc.ipline manifestly restrainec! employees in
their willingness to candiclly discuss matters With their
representative. The Board addec! that such employer conduct
cast a chilling effect over all employees and stewards whc
seek to commm:i cate with each other over potential grievance
matters and also iXlhibitea stewards in cbta;%I;%I9' needed
information since the steward would know that, upon demand
of the employer, he would be required to reveal the subject
of his diseussions or face disciplinaJ:y action himself.
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We concluded that while the%'e were factual 4ifferences,
cook Pa;jnt is consistent with a fi:tloing that the Employer' s
tbreat to the steward in the instGDt ease violated the Act.
Thus, while Cook pa5 tlt iDvolved employer attempts to
discover the contents of employee· ce:mmnm:i cations to a
steward, both cases involve the s·ensitivity of a stewara's
status vis-a-v:i.s the employees he/she represents. Thus,
like the steward in COok Peint, the steward· herein was· not
involved in the misconduct that was the 'SUbject of the
1I1eeting or that occurred itnmediately thereafter~ was present
solely because of· her status as.stewara,· and was c~lled
und.er threat of discharge to pr'ovic5.e a written acecnmt of an
event to which the-...-e were other witnesses, taaking· her
version merely cumulative. If an Employer were permitted to
threaten stewards with ciiscipline for faJ.ling to cooperate
in employer investigations in circumstances· such as these,
it would place a steward in a position of sharp conflict of
interests, having to choose between protecting his j cb and
provicii:tlg effective and strenuous representation to the
employee he was chosen to represent.

Accordingly, we authorized the issuance of an
appropriate Section 8 (a) (1.) complaint.
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IIGITS

OF TIE

EMPLOYEE
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Rights BeloTePostDllnspeetors
If questioned bv a u.s. Pos1aI~, even if you berseve you
are not guilty of any wrong doing, it is suggestea that you:

• Remain calm;

• Correctly identify yourself;

• Do not physically resist an arrest or • search of your per­
son or pn>perty;

• Read aloud to the Postal Inspector(s) the statement on the
reverse side of this card;

• Remain silent untiI,YOU have consulted with your M'WU
representative or attorney, as appropriate.

ThIs Is DOt rompJek JepJ adrice. ..uw.,s coJlS1l1t wtIb • .....,..•...,

Staument
I request the presence of my APWU representative. II am a
suspect in a criminal matter, please so advise me. I so, I wish
to contact my attorney.
HslHer name is _

Telephone number _

II am under arrest. I request you to so advise me and to inform
me of the reason or reasons.

. t do not consent to a search of my person or property. If you
have a search warrant, t request to see it at tt\js time.
t do not waive any of my rights, including my right to remain si­
lent Iwill not sign a watver-of-rightB form. nor idmit or deny
any all~ation. nor make any wrttten or Ota! statement unlesS
my attorney is personally present and so advises me•.......
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Listed are questions frequently asked by employees in reference to
his/her rights during an interrogation by agents of the Office of
Inspector General and/or Postal Inspectors.
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FREQUENTLY ASKED
QUESTIONS AND ANSWERS

1. When should I request a union representative or shop steward?

You should request a union representative or shop steward as soon as an
individual identifies himselfor herself as a postal inspector or as an agent from
the Office ofInspector General (OIG) and advise you they would like to ask you
questions. This also applies when a window clerk stamp stock is counted by a
postal inspector and the clerk suspects that he or she could become the subject of
an investigation.

2. Are postal inspectors or as an agent from the Office of Inspector General
required to advise employees that they are entitled to have a union steward
or representative present during an interrogation?

No, they are not required to inform the employee of his or her right to have a
union steward or representative present during an interrogation. The
responsibility rests with the employee to know specifically what their rights are.

3. What is the employee rights during an interrogation by the Postal Inspection
Service or an agent from the Office of Inspector General, when he or she
may be the subject of a criminal investigation?

Ifa union steward or representative believes the employee may be the subject of
a criminal investigation, they should advise the employee to remain silent and to
consult with an attorney. Furthermore, they should advise the postal inspectors
or agent from the Office ofInspector General that the employee intends to seek
legal counsel and will cooperate with the investigation pending advice from their
attorney.

The union steward or representative should remember that if enough evidence
has already been gathered to establish criminal culpability, the postal inspectors
or agent from the Office of Inspector General will advise the employee of their
Miranda Rights under the law.

4. What is a PS Form 1067 and if requested, should the employee sign this
form?

The PS Form 1067 is the United States Postal Inspection Service Warning and
Waiver of Rights. It is commonly referred to as the Miranda Warning.
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The employee is asked to sign a waiver of their rights prior to being questioned
by the postal inspectors or an agent from the Office ofInspector General. Under
no circumstances should an employee sign this form until they have engaged
legal counsel.

5. Are craft employees who are temporarily assigned to management positions
covered by the provisions of the Collective Bargaining Agreement with
respect to union representation during an interrogation by the Postal
Inspection Service or an agent from the Office of Inspector General?

Yes, an employee on a temporary assignment, to a management position, has all
the rights applicable to his/her regular bid position under the Collective
Bargaining Agreement.

6. What is an Investigative Memorandum?

After the completion of an investigation by the Postal Inspection Service,
criminal or otherwise, an investigative memorandum is furnished to local
management. It serves as an official record of the inspectors' findings and
supplies evidence which may be used against an employee and in support of
charges that may be issued by the postmaster or other management officials.

7. Are there any situations in which an employee should agree to a polygraph
test?

In accordance with the Collective Bargaining Agreement, Article 17, Section 3,
all polygraph tests will continue to be on a voluntary basis. Employees should
never voluntarily submit to a polygraph examination until he or she obtains
the advice of legal counsel.

8. What is the role of a union steward or representative during an investigative
interview?

The union steward or representative should not play the role ofa passive observer
during an investigative interview. The inspection service or an agent from the
Office of Inspector General normally uses intimidating tactics, to reduce the
effectiveness of the union steward or representative. Consult with the employee
prior to the interview and advise him or her not to become intimidated.
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9. Are an postal service employees required to cooperate in postal
investigations?

Yes, all employees are required to cooperate during an investigation by the
Postal Inspection Service or the Office of Inspector General. However, if an
employee has been arrested for a violation of criminal law, or is a suspect in the
investigation, the employee must be informed his/her constitutional rights against
self-incrimination.

He/she is entitled to remain silent and refuse to answer questions without hislher
attorney present. This warning is based upon the United States Supreme Court
decision of Miranda v. Arizona, 384 U.S. 436, which requires all law
enforcement officers to advise persons under investigation oftheir constitutional
rights.

10. Can an employee request the presence of both a union steward and an
attorney during an interrogation by the Postal Inspection Service employee?

Yes, the employee can request the presence of both a union steward and an
attorney during an interrogation by the Postal Inspection Service or the Office of
Inspector General.

11. Are postal inspectors or the Office of Inspector General authorized to issue
letters of charges or recommend disciplinary action against an employee?

No, postal inspectors or the Office of Inspector General are not authorized to
issue letters of charges, recommend disciplinary actions, or give opinions to
management officials with respect to the type ofdisciplinary action to take. Their
role is to simply report the facts obtained during the investigation.

12. Is an employee required to make a written statement when requested by the
Postal Inspection Service or the Office of Inspector General?

No, neither the law nor the Collective Bargaining Agreement mandates the
employee to give a written statement to the Postal Inspection Service or the
Office of Inspector General when requested.

Any statement, either written or recorded, is voluntary. The employee should
be advised to consult with an attorney prior to giving a written or oral
statement
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The Supreme Court decision in the "NLRB vs. Weingarten," gives
employees the right to have union representation present during
investigatory interviews." It is the APWU's position that prior to
answering any questions or giving any written or oral statements, the
employee should either consult with a Union Representative or
attorney, as appropriate.
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WEINGARTEN RIGHTS
(Employee's Right to Union Representation)

The right ofemployees to have union representation at investigatory interviews was
announced by the U.S. Supreme Court in a 1975 case (NLRB vs. Weingarten, Inc.
420 U.S. 251, 88 LRRM 2689). These rights have become known as the
"Weingarten Rights."

• Employees have "Weingarten Rights" only during investigatory interviews,
when a supervisor questions the employee to obtain information which could be
used as a basis for discipline or asks an employee to defend his/her conduct.

• If an employee has a reasonable belief that discipline or other adverse
consequences may result from what he/she says, the employee has the right to
union representation.

• Management is not required to inform the employee of his/her "Weingarten
Rights;" it is the employee's responsibility to make the request for representation.

When the employee requests a union representative, management has three
options:

1. Grant the request and wait until the representative arrives,

2. Discontinue the interview, or

3. Offer the employee the choice of either continuing the interview
without a union representative or discontinuing the interview.

• The Postal Inspectors or an agent from the Office of Inspector General will often
assert that the only role of a union representative during an investigatory
interview is to observe the discussion. The Supreme Court, however, clearly
acknowledges a representative's right to assist and counsel employees during the
interview.

• The Supreme Court has also ruled that during an investigatory interview
management must inform the union representative of the subject of the
interrogation. The representative must be allowed to speak privately with the
employee before the interview. During the questioning, the steward can interrupt
to clarify a question or to object to confusing or intimidating tactics. Helshe can
not tell the employee what to say, but may advise him/her to stop answering
questions and consult with an attorney.
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The union steward should warn employees not to sign the attached
Warning and Waiver of Rights PS Form 1067.
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UNITED STATES POSTAL INSPECTION SERVICE

WARNING AND WAIVER OF RIGHTS

Place: _

Oate: Time: _

WARNING

BEFORE YOU ARE ASKED ANY QUESTIONS, YOU MUST UNDERSTAND YOUR RIGHTS.
• You have a right to remain silent.
• Anything you say can be used against you in court.
• You have the right to talk to a lawyer for advice before we ask you any questions and

to have him with you during questioning.
• If you cannot afford a lawyer, one will be appointed for you before any questioning

If you wish.
• If you decide to answer questions now without a lawyer present, you will still have

the right to stop answering at any time. You also have the right to stop answering at
any time until you talk to a lawyer.

I have read this statement of my rights (This statement of my rights has been read to me) and
I understand what my rights are.

(Date) (Time)

WAIVER

(Signature)

I am willing to discuss subjects presented and answer questions. I do not want a lawyer at
this time. I understand and know what I am doing. No promises or threats have been made to
me and no pressure or coercion of any kind has been used against me.

(Date) (Time) (Signature)

Witnessed by: _

Tltle: _

Witnessed by: _

Tltle: _

PS Form 1067. July 1987
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Employees subjected to a criminal investigation by the Office of
Inspector General and/or the Postal Inspection Service must be given
his/her "Miranda Rights." It is the APWU's position that prior to
answering any questions or giving any written or oral statements, the
employee should either consult with a Union Representative or
attorney, as appropriate.
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MIRANDA RIGHTS
(Your Right to Remain Silent)

In Miranda v. Arizona, 384 U.S. 436 (1966), the Supreme Court's historic decision,
the Court ruled that before a law enforcement officer may question an individual
regarding the possible commission ofa crime, he/she must read the individual hislher
"Miranda Rights" and must also make sure that the individual understands these
rights. Therefore, law enforcement agencies have created a basic set of simple
statements that can be read to accused persons prior to questioning.

• You have the right to remain silent and refuse to answer questions. The
individual must be informed in clear and unequivocal terms that he/she is not
legally required to answer questions or to give a statement.

• Anything you say may be used against you in a court of law. The individual
must be warned of the consequences of his/her statements.

• You have the right to consult with an attorney before speaking to us and to
have an attorney present during questioning now or in the future. The right
to have an attorney present during the interrogation is a protection of the
individual's Fifth Amendment privileges.

• Ifyou desire to have an attorney present and cannot afford one, an attorney
win be appointed to you, free of charge. Without this additional warning, the
individual's right to consult with an attorney would only apply if he/she has the
funds to obtain one.

• Do you understand your rights as I have read them to you? The individual
answers yes or no.

• Knowing and understanding your rights as I have read them to you, are you
willing to answer my questions without an attorney present? Ifthe individual
says no, the questioning must stop. The individual should refuse to answer any
questions, until the attorney is present.

However, the law enforcement officer is allowed to ask routine questions without
reading the individual his/her "Miranda Rights," such as: What's your name,
address, date of birth, and Social Security number. This information may be
necessary to help determine a person's true identity.
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UNITED STATES POSTAL SERVICE
OFFICE OF INSPECTOR GENERAL

1735 NORTH LYNN STREET

ARLlNG~~~~~O~~~09-2020 ATTACHMENT 0

MIRANDA RIGHTS

I, ' have been advised by Special
Agent , who has identified
himself/herself to me as a Special Agent of the United States Postal Service, Office of
Inspecto(General, that he/she is conducting a criminal investigation.

I have also been advised that:

1. I have the right to remain silent;

2. Any statement I make can be used as evidence against me in a court of law;

3. I have the right to consult with an attorney prior to and during any questioning;

4. If I cannot afford an attorney, one will be appointed to me by the court without cost.:...prior
to any questioning;

5. I have the right to request an attorney at any time during this interview; and

__ 6. I have the right to terminate this interview at any time, for any reason.

I have read my rights or had them read to me as set forth above and I understand my
. righ.ts. With this understanding, I am willing to make a statement and answer questions.

I do not wish to consult with an attorney at this time, and I do not wish to have an
attorney present during this interview. I make this decision freely, knowingly, and
voluntarily, and without any threats, promises, or coercion of any kind being made
against me.

Signature: _

Date & Time: _

Investigator: -- _

Date & Time: _

Witness: -------------------

RESTR!CTED
lNFORMAT10!'J
MIRANDA

This report is furnished or; an official r.sed to kno'll" basis and JOust be protected fiOll1 diss811,inEition whjcb.mav
compromise the best interests of the U.S. Postal Service Office of Inspector General. This report shall not be -released
or disseminated to other parties without prior consu!t2tion \~/!th the Office of !nspec!()~ General. UN.~\'-fTHOR!Z::::::
RELEASE M4'y RESULT IN CRIMINAL PROSECUTiON.
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Developed through a series of United States Supreme Court cases,
"Garrity Rights," provides: that if a person is coerced into disclosing
information, that he/she believes may be used in a criminal prosecution
against himself/herself, that information is inadmissible in court." It is
the APWU's position that prior to answering any questions or giving
any written or oral statements, the employee should either consult with
a Union Representative or attorney, as appropriate.
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GARRITY RIGHTS/wARNING

The Fifth Amendment to the U.S. Constitution provides that no person shall be
compelled in any criminal case to be a witness against himself. This means that a
person may not be required or coerced to disclose any information that he or she
reasonably believes may be used (or lead to other evidence that may be used) in a
criminal prosecution against him or her.

• If a person is coerced into disclosing information, that information IS not
admissible in court against him or her.

• In addition to the basic Fifth Amendment rights, Postal Service employees have
additional rights under the Fifth Amendment as public sector employees. These
workplace rights arise because in the public sector the government acts as both
law enforcement agency and employer.

• Developed through a series of United States Supreme Court cases beginning in
1966, these rights are generally known as "Garrity Rights," after the Supreme
Court's decision in Garrity v. New Jersey, 385 US 493 (1967).

• In that case, several New Jersey police officers were targeted during an internal
investigation of ticket fixing. The officers were told that they must respond to
questions during the investigation or face discharge for insubordination. In order
to keep their jobs, the officers complied and answered the questions. The
statements made by the officers were then used in criminal prosecutions against
them.

• In overturning the convictions, the Supreme Court held that threatening the police
officers with discharge was coercive -- in violation of the Fifth Amendment.

This case now stands for the principle that using the threat of discharge or any other
substantial economic penalty against public sector employees during an investigation
of potentially criminal matters is coercive and that any consequent disclosure is
inadmissible in a criminal trial of the employee.
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i f'NU-1 t=urt STATt=S DOST A' ~t=RVlrF=__ , I i..- .~"-!. frt.i,-,VL-1.· .. ,,\oJ'_

OFFICE OF INSPECTOR GENERAL
1735 NORTH LYNN STREET

SUITE 10000 ATTACHMENT E
ARLINGTON, VA 22209-2020

ACKNOWLEDGEMENT OF RIGHTS

I, , have been advised by Special Agent
_________________, who has identified himself/herself to me as a
Special Agent of the United States Postal Service, Office of Inspector General, that he/she is
conducting an investigation into a matter affecting my official duties.

In connection with this. I have been advised that:

__1. I have the right to remain silent if my answers may tend to incriminate me.

__2. Anything I sayar do may be used as evidence in administrative proceedings,
civil proceedings, or any future criminal proceeding involving me.

___3. If I refuse to answer the questions posed to me on the grounds that the answers
may tend to incriminate me, I 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 I may leave at any time.

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

Signature:

Date & Time:

Jn(,estigator:

Witnessed:

Place:

RESTRiCIED
INFORMATION
GARRITY

I hi~ reDorl is furnjshed on an offjcia! need to kno\h/ basis and must be protected from dissemination which mav
compromise the best interests of the U.S. Postal Service Office of Inspector Genera!. This report shall not be"released
or disseminate:: to other parties without prior consultation with the Office of Inspector Genera!. UNAUTHORIZED
RELEASE MA~' RESULT IN CRIMINAL PROSECUTION.
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In Kalkines v. United States, 473 F.2d 1391,1393 (Ct. CI. 1973), the U.S.
Court ruled that an employee can be asked to, "answer pertinent
questions about the performance of an employee's duties ... when that
employee is duly advised of his/her options to answer under the
"immunity granted" or "remain silent and face dismissal." It is the
APWU's position that prior to answering any questions or giving any
written or oral statements, the employee should either consult with a
Union Representative or attorney, as appropriate.
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KALKINES WARNING

The "GarrityRights," stated above, does not, however, mean that government
employees may not be asked to give a statement about potentially criminal acts. In
Gardner v. Broderick, 392 U.S. 273 (1968), the United States Supreme Court held
that the government may not discharge a public employee for refusing to waive his
or her constitutional rights.

• The Court noted that the government could discipline an employee if it does not
force the employee to give up his Fifth Amendment rights, such as by giving the
employee prosecutorial immunity (a guarantee that the information disclosed will
not be used against the employee in a criminal prosecution).

• The Supreme Court also found, in Uniformed Sanitation Men Association v.
Commissioner ofSanitation, 392 U.S. 280, 285 (1968), that public employees
"subject themselves to dismissal if they refuse to account for their performance
of their public trust, after proper proceedings, which do not involve an attempt
to coerce them to relinquish their constitutional rights."

• In Kalkines v. United States, 473 F.2d 1391,1393 (Ct. Cl. 1973), the U.S. Court
of Claims elaborated on the Supreme Court's holdings in finding that an
employee can be asked to "answer pertinent questions about the performance of
an employee's duties ... when that employee is duly advised of his options to
answer under the immunity granted or remain silent and face dismissal." In other
words, an employee who is given prosecutorial immunity should not expect to
rely on his Fifth Amendment rights as a reason not to answer questions, and ifhe
does not answer the questions the government may discipline him for failing to
cooperate with the investigation.

• This rule is based on the Fifth Amendment's prohibition on governmental
compulsion to make an individual disclose information that might be used against
them in a criminal proceeding. It is counter balanced by the Supreme Court's
holdings that the government has the right to have its employees answer
questions about the performance of their official duties.

• In getting this information from employees, the Fifth Amendment is not violated
so long as the government also grants the employee immunity from criminal
prosecution based upon that information. If an employee is given immunity, but
nonetheless decides not to answer questions, the government may discipline the
employee for not answering the questions.
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• Any such discipline would, of course, be subject to the grievance procedure
pursuant to the collective bargaining agreement. Therefore, an employee can
always decide whether to answer questions or not to answer questions.

• As regards the "Kalkines Warning," for example, if an employee is actually
provided immunity from prosecution, the employee nonetheless may choose not
to answer questions and instead deal with the consequences ofbeing disciplined.

• It should be noted that the mere assertion by an agent from the Office ofInspector
General that an employee is being granted "immunity" is not the same as an
actual grant of immunity from a prosecutor.

• Questions regarding possible criminal prosecution, custodial vs. non-custodial
interrogations, and immunity, are legitimate questions that may best be addressed
by an attorney.

• There is no violation of any Postal Service policy or regulation if an employee
who is being subject to an interrogation by law enforcement agents of the Postal
Service chooses to remain silent pending consultation with a Union
representative and/or an attorney.

• In addition, there is no such violation if an employee chooses not to sign any
forms or statements during an interrogation.
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UNiTED STATES POSTAL SERVICE
OFFiCE OF fNSPECTOR GENERAL

1735 NORTH lYNN STREET

SUITE 10000 ATTACHMENT C
ARLINGTON, VA 22209-2020

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 a duty to reply to these questions. Agency disciplinary proceedings,
including your dismissal, may be initiated if you refuse to answer or fail to reply fully and
truthfully.

__3. Neither your answers nor any information or evidence which is gained by
reason of your statements can be used against you in criminal proceedings; except
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 FAll TO RESPOND TRUTHFULLY
AND FUllY TO ANY QUESTIONS, OR GIVE MISLEADING INFORMATION.

acknowledgement

I have read the above warning or had it read to me, and I understand my rights. I have
been advised of the nature of the inquiry and I am willing to discuss the subject(s)
presented to me. No promises, threats, or coercion of any kind have been made
against me. I know and understand what I am doing.

Date

Investigator

Witness

Time

Date

Date

Signature

Print Name

Time

Time

RESTRICTED This repoit is furnished On an official need to know basis and must be proiected from disseminaiion which may
INFORMATION compromise the best interests of the U.S. Posta! Service Office of Inspector General. This report shaH not be released
K.L.~LK'~IES or d~sseminated to other p2rties \'vithoL'! p:;or ccnsuJt2tjon v/ith the Offi:e :of lns,:;ector General. UNAUTHORiZED

RELEASE: MFY RESULT it.,; CR!I\A!NAL PROSECUTION.
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REGULAR ARBITRATION PANEL

------------------------------------------------------)
In the Matter of the Arbitration )

)
BeDNeen )

)
The United States Postal Service )

)
And )

)
The American Postal Worker's Union )

AFL-CIO )

------------------------------------------------------)

Grievant:
Lisa S. Rogers

Post Office:
Marion, South Carolina

USPS Case No.:
KOOC-4K-D 06170752

APWU Case No.:
TJSLRI

Before:

Appearances:
For the U.S. Postal Service:

For the Union:

Place ofHearing:

Date ofHearing:

Date of Award:

Relevant Contract Provisions:

Contract Year:

Type ofGrievance:

Irving N. Tranen, Arbitrator

Jim Stih, Labor Relations Specialist,
presenting

Mark V. Case, President, Asheville NC Area
Local 277, presenting

Marion, South Carolina

January 30, 2007

March 7, 2007

Article 16; ELM 665.3, 665.15, 665.16

2000-2003

Discipline, termination

AWARD SUMMARY:

The grievance is sustained. The Postal Service failed to establish just cause for the
termination of the Grievant.

March8' 2007
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The Union asserts that the failure ofthe Special Agent, to allow the Grievant an

opportunity to secure legal counsel for such an interview, was a violation ofher

Weingarten rights language ofArticle 17, Section 3, which provides that, ..... Ifan

employee requests a Steward or Union Representative to be present during the course of

an interrogation by the Inspection Service, such requests will be gran.ted." In the instant

situation, no request for Union Representative was made by the Grievant. The Grievant

was not deprived ofany Weingarten rights. However, there remains a problem with the

Investigative Request of Special Agent Stanley Johnson.

The Special Agent in this instant gives no indication in either his Investigative

Memorandum or his testimony that the Grievant was given any Kalkines Warning. As

noted by Arbitrator Shea, in Case No. COOC-C 05132381:

The Court in Kalkines Vs. U.S. (570, 473 Fed 2nd 1391) determined that,
in the absence ofthe employer's notification to the employee ofthe
Safeguards established by the Court in Garrity vs. New Jersey
(385U.S.493) a public employer may not discipline, discharge or remove
an employee for hislher public employment based upon the charge that the
employee failed to cooperate in the employer's administrative
investigation when that investigation may expose an employee to criminal
prosecution. In the context ofthis legal labyrinth, the Court in Kalkines
VB. U.S. further held that it would be reasonable for an employer to delay
or suspend its interrogation ofan employee when he/she requests the
presence ofhislher attorney during the interview.

In consideration ofthe provisions ofArticles 3 and 16 of the Agreement,
the arbitrator determines that when the Service disciplines an employ for a
violation ofELM Section 666.6. the just cause standards require the
Service to establish that it provided the employee with the notification
required by the Garrity and Kalkines decisions. In the opinion of the
Arbitrator, the absence of such proof in this matter is fatal to the Service's
claim that it had just cause to remove the Grievant for a violation ofELM .
. ."Section 666.6.

It is further noted that by letter dated September 9, 2004, Mary Ann Gibbons, Senior Vice

President, General Counsel of the US Postal Service, writing as to the duty ofPostal

Employees to cooperate with Postal Investigations:

In short, postal employees must cooperate with and answer questions
posed by management, the Postal Inspection Service, or the Office of the
Inspector General in connection with administrative investigations, so
long as there is no possibility that employees' answer might be used
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WITlESS

RIIHTS
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An employee, who may have witnessed an occurrence, has a right to
have a shop steward present during an interrogation by an agent of the
Office of Inspector General and/or Postal Inspectors.
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FAILURE TO PROVIDE STEWARD

OR

RESPECT ROLE OF STEWARD
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If an agent from the Office of Inspector General or the Inspection
Service fails to permit the presence of a steward during an
interrogation or fails to respect the role of the steward, both the Local
Union and the individual employee who is the subject of the
interrogation can file an unfair labor practice charge with the NLRB.
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FAILURE TO HONOR AN EMPLOYEE'S
REQUEST FOR A STEWARD

DURING AN INTERROGATION

If an agent from the Office of Inspector General or the Inspection Service fails to
permit the presence ofa steward during an interrogation or fails to respect the role of
the steward, both the Local Union and the individual employee who is the subject of
the interrogation can file an unfair labor practice charge with the NLRB. It is
recommended that separate charges be filed.

To file a successful claim, the employee must make it clear, both during the
interrogation and again to the NLRB, that he/she requested the assistance of a union
representative. The employee can claim a violation ofSection 8(a)(I) ofthe National
Labor Relations Act. The body of such a charge filed by an employee should
aHege that:

"On or about insert date, the U.S. Postal Service interfered
with, restrained and coerced , an
employee of th USPS, in the exercise of his/her Section 7
rights by, among other things, failing and refusing to
permit the presence and/or participation of a union
representative during the course of an interrogation by the
Employer in violation of the law," (See NLRB v.
Weingarten, 420 U.S. 251 (1975) and Barnard College,
340 NLRB No. 934 (2003).

The Local Union should claim a violation of Section 8(a)(1) and (5) of the
National Labor Relations Act, aHeging:

"On or about insert date, during the interrogation of Jane
Doe, employee of the U.S. Postal Service, the Employer
refused to permit , APWU Union's
steward's, participation in the interview even though the
employee requested to have a steward present. This is a
direct violation of the Postal Service's legal and contract
obligations, (See NLRB v. Weingarten, 420 U.S. 251
(1975) and Barnard College, 340 NLRB No. 934 (2003).
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INVESTIGATING

&

FILING GRIEVANCES
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The shop steward should always conduct a thorough investigation.
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INFORMATION TO REQUEST
PRIOR TO FILING THE GRIEVANCE

Prior to filing the grievance, it is imperative that the steward see and hear all available
evidence and documents relied upon to issue the proposed suspension or discharge.
Therefore, he/she should:

1. Request a copy of:

A. The investigative memorandum,
B. Affidavits, and
C. All exhibits and/or materials relied upon to issue the discipline.

2. View all video tapes;
3. Listen to all audio tapes;
4. Question all witnesses, including confidential informers, managers, supervisors,

postmasters, officers in charge and postal inspectors.

Careful attention should be directed to all the evidence gathered and to all procedural
errors listed in the advanced notices ofdisciplinary action such as but not limited to,
conflicting dates, times or witness statements and admission by the management
official that he or she did not conduct an investigation and relied solely on the Postal
Inspection Service Investigative Memorandum to issue the notice of disciplinary
action.

Frequently, as a result of an off duty arrest and the investigative memorandum
furnished by the Postal Inspection Service, the employee may receive disciplinary
action which is initiated before the case is adjudicated in a court of law. Therefore,
the shop steward should make sure the grievance is processed in a timely manner at
all steps ofthe grievance procedure. The employee may be exonerated ofthe charges,
and reinstated.
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Remember that all disciplinary action must meet the test for just cause as defined
in Article 16, Section 1. The steward should always investigate the grievance, collect
the facts involved in the case, and ask the six success questions:

• Who?

• What?

• When?

• Where?

• Why?

• How?

The steward should always follow these rules:

Rule 1: Be well prepared.

Rule 2: Keep a cool head.

Rule 3: Confer with the grievant.

Rule 4: Request assistance if needed.

Rule 5: Refuse to be intimidated by the Postal Inspector Service.

The burden of proof falls upon management to support all charges. If the steward
follows the guidelines outlined in this book, the Union will have met its obligations.

54



Once the investigation is completed, an agent of the Office of Inspector
General and/or a Postal Inspector completes an Investigative
Memorandum and sends it, along with all exhibits relating to the
investigation, to the appropriate postal official.

55



Sample Copy of an Investigative Memorandum

UNITED STATES POSTAL INSPECTION SERVICE

WASHINGTON DIVISION

July 28, 2004

Tom Jones
Postmaster
United States Postal Service
Anytown Post Office
P. O. Box 999
Anytown, USA 00000-9999

Subject: CASE NO.: 0956-9701297-Fl(2)
Anytown, USA: Investigation into the Conduct of John Doe,
Part-Time Regular Clerk, Anytown Post Office, Anytown, USA
00000-9999

Herewith is an Investigative Memorandum and Exhibits relating to the
conduct of John Doe, Full-Time Regular Clerk, Anytown Post Office,
Anytown, USA 00000-9999.

Due to the nature of the circumstances, the facts presented herein were
verbally discussed with you on July 15, 2004. This information is
submitted for your consideration and decision as to whether any
administrative and/or collection action is warranted. This Inspection
Service is not authorized to make decisions concerning administrative
or collection action.

Please advise me, in writing, within thirty (30) days, of your decision in
this matter. If you decide to initiate disciplinary action, please furnish
me with a copy of the letter to the employee and your final decision
letter. Additionally, if your original decision is subsequently modified in
any way, as a result of a grievance, appeal or arbitration proceeding,
please advise me of the final results of the action taken. If any type of
hearing is required; I will be available to testify concerning this
investigation. Please advise me at least two (2) weeks in advance of
any scheduled hearing.

~sk4t
John Shaft
Postal Inspector
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In accordance with the attached Memorandum ofUnderstanding in the
Collective Bargaining Agreement, Postal Inspectors are not allowed to
make recommendations, provide opinions, or attempt to influence
management regarding disciplinary action. This also applies to agents
of the Office of Inspector General.
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MEMORANDUM OF UNDERSTANDING
BE1WEENTHE

UNITED STATES POSTALSERVlCE
AND TilE

AMERICAN POSTAL WORKERS UNION,
AFL-CIO

Re: Role of Inspection --Service in Labor RelafioDS
Matters

The parties recognize the role of the Postal Inspection
Service in the operation of the Postal Service and its
responsibnity to provide protection to our employees.
security to the mail and service to our customers.

Postal InspectionService policydoes notcondonedisrespect
by f~ors in dealing with any individuaL The Postal
InspectionService has an obligation tocomply fully with the
letter and spirit of the National Agreement between the
United States Postal Service and the American Postal
Workers Union, AFL-CIO and will not interfere in the
dispute resolution process as it relates to Articles IS and 16.

The parties further acknowledge the necessity of an
independent review ofthe facts by management prior to the
issuance of disciplinary action, emergency procedures,
indef'mite suspensions. enforced leave or administrative
actions. Inspectorswill not make recommendations, provide
opinions, or attempt to influence managelllent personnel
regarding a particular disciplinary action. as defined above.

Nothing i~ this document is meant to preclude or limit Postal
Service management from reviewing Inspection Service
documents in deciding to issue discipline.

... ... ...
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Synopsis of Arbitration Awards on Inspector's Investigative
Memorandums.

59



SYNOPSIS OF ARBITRATION AWARDS ON
INSPECTOR'S INVESTIGATIVE MEMORANDUMS

Case # A90C-1A-D 95013357
Arbitrator George R. Shea, Jr.

Arbitrators on the parties arbitration panel, including this Arbitrator, have held that
the Service may properly rely on the investigatory expertise ofthe Inspection Service
to conduct an investigation within the Inspection Service's specialization. The
Arbitrator determines that the investigation ofprior criminal proceedings, as part of
a background check of an employee's employment application, is within that
expertise and specialization. However, the service, and not the Inspection Service,
has the contractually responsibility to make the employment decision to impose
discipline on an employee of the Postal Service and to determine the nature and
severity ofthat discipline. Similarly, the service, as the disciplinary authority, has the
responsibility of conducting the disciplinary process in accordance with the
requirements of the Agreement and the just cause standard, including providing the
disciplined employee with an opportunity of a pre-discipline interview with the
person making the decision to discipline.

Case # 37C-3D-D 38401
Arbitrator Charlotte Gold

Any Supervisor who relies solely on the findings of the Inspection Service does so
at his or her own peril. Postal Management has the responsibility ofconducting a full
investigation of any actions that may result in the assessment of discipline. An IS
report is just one element of factor that must be weighted and it cannot be presumed
to be accurate or true without independent analysis. Such an investigation should
include an interview with the employee who is to be charged, to obtain and weigh his
or her side ofthe story. In this instance, Postal Management made no effort to speak
with the Grievant until discipline was already accessed.

There is an extensive body of arbitral decisions in the Postal Service that adopts the
position that reliance solely on the Inspection Service's Memorandum is a violation
of the just cause principle. Just cause for discipline is a basic requirement of the
National Agreement and Arbitrators have found that the failure to abide by this
important principle constitutes grounds for overturning discipline. It is essential that
subsequent decisions on Investigative Memorandums endorse this concept so that the
parties come to learn what is expected of them and there is predictability in arbitral
decision making.
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Cases # C7C-4L-D 30219 & C7C-4L-D 31295
Arbitrator Charles E. Krider

The Postal Service contends that the grievant in this case was adequately interviewed
by the Postal Inspector and that an additional interview by the supervisor is not
required. I disagree. The supervisor may obviously rely on the Investigative
Memorandum prepared by a Postal Inspector, including any statement signed by the
employee. But the supervisor has a different role than that ofa Postal Inspector. The
supervisor must be satisfied that all appropriate questions have been asked and the
employee has been given a full opportunity to present his side. The supervisor must
also be satisfied the Investigative Memorandum accurately relates the events from the
employee's perspective. The Postal Inspector has no responsibility for determining
just cause and there is no assurance that an Inspector will conduct a full interview that
provides a basis for a just cause termination.

Case # SOC-3E-D 7907
Arbitrator George V. Errand, Jr.

The Union complains that the Service did not fully investigate the matter; that they
based their actions entirely on the investigative memo ofthe inspection service which
was violative ofdue process. This appears to be good argument. The evidence shows
that Grievant was not interviewed by Management prior to the institution of the
indefinite suspension. It is no answer that they could not recreate the facts.
Management can never recreate the facts. Grievant should have been interviewed
prior to receipt ofthe indefinite suspension. Management failed to show a reasonable
and adequate attempt to interview Grievant.

Cases # S4C-3S-D 53003 & S4C-3S-D 53002
Arbitrator Ernest E. Marlatt

One must ask this embarrassing question: who is causing the United States Postal
Service the greater harm, the window clerk who steals forty cents every time she takes
in a parcel, or the Labor Relations Representative who knowingly allows a supervisor
to fire an employee without going through the formality of the mandatory pre
disciplinary interview, thus incurring thousands ofdollars in liability for back pay due
to the procedurally defective disciplinary action?

It is clear from these decisions that an investigation ofa possible violation ofPostal
laws and regulations by the Inspection Service is not in any wayan acceptable
substitute for the immediate supervisor's own inquiry into the equities of the case.

61



To a Postal Inspector, an employee with thirty years service and a dozen superior
performance awards who steals a .22 cents stamp is simply a thief who has
misappropriated Postal property. It is entirely proper for the Inspector to look at it
this way.

But the supervisor in deciding whether to take corrective disciplinary action must
consider not only the offense but also all mitigating and extenuating circumstances
and the likelihood that the employee can be rehabilitated into a productive and
trustworthy member ofthe Postal team. It may be true that some supervisors lack the
experience and mature judgement to reach a just and fair decision as to what should
be done, but this fact does not mean that the supervisor may abdicate his or her own
responsibility and pass the buck to the Inspection Service.
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In closing, a special thanks to Greg Bell, Director of APWU's Industrial Relations
Department and his staff for their outstanding efforts in gathering information to
disseminate to the officers and shop stewards, that clarifies the distinction between
the Office ofthe Inspector General and the Postal Inspection Service. His persistence
paid off and is evidenced by the fact that both agencies were compelled to live up to
their obligations under the Collective Bargaining Agreement and the Law.
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In March 2005, the USPS informed the APWU that the investigation

of certain types of employee misconduct (internal crimes) was being
shifted from the Postal Inspection Service to the Office of Inspector
General. Following are correspondence related to the USPS decision.
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ATTACHMENT A

J:;m'l E. POTTER

PC>S:'lMO\STeJlG~. CS)

~ UNrrfD ST~T.5

~ POSTAL S£l?V1CS

September 9.2004

OFFICERS

SUBJ=CT:Trans!tion Df Work from the Inspection Se1rvice to the Office of lnspector General

Planning has begun to transfer a porllon of the work currently performed by the Inspec!loo
Service (tS) to the Office of Inspector General (OlG). The two organizations have been working
under a desIgnatIon of functions crafted when the OlG was established in 1997. We have
concluded that there 15 6 need to revisit !his agreement for the sake of organlzatlona! clarity and
to assure t'lat t"te statutory mandates for both organizations are being futfllloo. We are planning
to move appropriate Internal crimes work to the DIG to be consistent with Co.""lgresslonellntent.
The lnspe..-t.lon Service will focus its efforts on areas of responsibility which Congress has
designated as within Its axe/ush'e JUrisdiction.

T."16 clarif);;;aUon of responslbllrty and transfer of \York will ocCur over B period of one to two yesi5.
To faciJita/e the transfer, a transition team consisting of representatives of both the lnspe~on

Service snd the Office of Inspec:tor General b being established 10 manage this transfer. Sieve
Moe, a IOilgllme postal executive who is fsmIlier with ihe lVork of both organizations and also hes
an extensive management background In Human Resources and the Law Department. ",11l1esd
this team.

DUring 1hls transition, the OIG and the lnspecllon Sa/vice wIll take measures to assure quality
by colJaDDration and transfer of knowledge. CI'61)' effort will be made to assure a seamless
continuity Df this Important lnvesiigative wor..:. You wi/i be informed 8S plans are finalized for
the transfer of wvrk in each ares and at headquarters..

(1~~cahil E. ?otter
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ATTACHMENT B

i!Jiji UNfTEDSTJJTES
POST/lL SERVICE

March 22, 2005

Mr. Wiliiam Burrus
President
American Postal Workers

Union, AFL-CIO
1300 L Street, N.W.
Washington, DC 20005-4128

Dear Bill:

Certified Mail Number
7099 3400 0008 5872 9665

Please be advised that pursuant to the enclosed memorandum, certain types of work place
investigations of employee misconduct are being transitioned to the Office of InspeCtor General
from the Inspection Service. This transition will not restrict, eliminate, or otherwise adversely
affect any rights, privileges, or benefits of either employees of the Postal Service, or Jabor
organizations representing employees of the Postal Service, under Chapter 12 of Title 39, United
States Code, the National Labor Relations ,[;,ct, any handbook or manual affecting employee labor
relations, or any colJective bargaining agreement.

I look forward to your continued cooperation in such matters during the transition.

Sincerely,

Enclosure
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ATTACHMENT 82

~ UNlT£DST.I1TES ./!iiili FOSTLli."sERvicf· '-'-'-'- __ -.._.., --.- -- _ _ - __ '."_.

February 7. 2005

OFfiCERS AND EXECUTIVES

SUBJECT: Transition of Work from thB Inspection Service 10 the Office of the Inspe.:tor General

This is a follow-up to the Postmaster General's September 9, 200-1, memoranourn, which
announced that changes would be made in the responsibility jor investigating c.enalr'l Internal
crimes. This is to inform you of Where to direci allegations of potential emplo}1ee misconouct for
investigation.

Effec;l.ive immediately, allegatlons of employee embeZZlement, record falsification by employees,
workers' compensation fraud by postal employees, contracffrauQ, on-duty employee narcotics
violations, and miscellaneolls employee misconduct (application falsiflcatioil, theft of property or
services, non-postal crimes, etc.) wili be referred to you. local Office of Inspector Genera,' [OIG)
Special Agent in Charge, who will coordinaie with the Inspection Service to determine ap~ropr;ate

investigative action.

Alleaations involving mail theft will be referred to the lr:snectbn Service, which wi!! maintain
responsibility for these investlg·atior.s. '

We are working closely togeth~r to make this transition transparent to )'ou. As \'.'6 shift
responsibilities, we w!11 both be accountable for assuring thai you see no difference' in the service
toU rec~ive:.

fJOJ4J:j r. 'v~ ~Y'.~
David C. William~
Inspector General

.cc: Mr. Potter
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Important questions from Greg Bell, National Director of Industrial

Relations, APWU, AFL-CIO, and answers from the USPS clarifying
the responsibilities and functions of the Office of Inspector General and
of the Postal Inspection Service as it relates to interrogation of
employees.
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APWU Questions and USPS Answers
Regarding Office of Inspector General (OIG) Investigations

Ql. The February 7,2005, memorandum makes reference to the "Postmaster
General's September 9,2004 memorandum, which announced that changes
would be made in the responsibility for investigating certain internal crimes."

Please provide a copy of the Postmaster General's September 9,2004,
memorandum announcing the investigation changes.

A1. The Postmaster General's September 9,2004, memorandum is enclosed.
Attachment A.

Q2. The February 7, 2005, memorandum also stated that "effective immediately,
allegations of employee embezzlement, record falsification by employees,
workers' compensation fraud by postal employees, contract fraud, on-duty
employee narcotics violations, and miscellaneous employee misconduct
(application falsification, theft ofproperty or services, non-postal crimes, etc.)
will be referred to your local Office of Inspector General (OIG) Special Agent
in Charge, who will coordinate with the Inspection Service to determine
appropriate investigative action."

We have no record of receiving the required notification pursuant to Article 19
of this change. If the required Article 19 notification was provided, please
provide confirmation of such notice. If not, why not?

A2. The transition of certain types of investigatory assignments from the
Inspection Service to the Office of Inspector General (OIG), as explained
in the March 22, 2005, letter to Mr. Burrus, will not restrict, eliminate, or
otherwise adversely affect any rights, privileges, or benefits of Postal
employees. This transition does not directly relate to wages, hours and
working conditions. Therefore, it is the Postal Service's position that
Article 19 notification, as defined in the National Agreement was not
required. The March 22, 2005, letter is enclosed. Attachment B.

Q3. It has been the parties' historical past practice consistent with applicable
regulations, collective bargaining agreements, settlements and memoranda that
the law enforcement officers who conduct interrogations of bargaining unit
employees regarding criminal matters are the Postal Inspection Service officers.
Whereas, management is responsible for handling non-criminal matters in
which an employee may be subject to discipline, including discharge. In
addition, OIG has oversight responsibilities of activities of the Postal Inspection
Service. Please identify the specific regulations that support the Postal Service's
decision to replace Inspection Service Officers with DIG Officers to investigate
and/or interrogate bargaining unit employees.
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A3. The United States Postal Service Office of Inspector General (OIG) was
created by Congress in September 1996 by amending the Inspector
General Act of 1978 and the Postal Reorganization Act of 1970. The
inspector General Act provides that the OIG may conduct audits and
investigations in the Postal Service as it considers appropriate. See 5
U.S.C. app. 3 § BG{f). Investigations of bargaining unit employees fall
within the OlG's statutory responsibility to conduct audits and
investigations pertaining to the Postal Service and are within the OIG's .
discretion to conduct.

Q4. The Chief Postal Inspector reports directly to and is under the general
supervision of the Postmaster General. Does the Inspector General report to and
work under the general supervision of the Postmaster General? Will the OIG
also be subject to the same authority of the Postmaster General and the Postal
Service's Office of Labor Relations? If not, please explain why not?

A4. The Inspector General does not report to or work under the general
supervision of the Postmaster General. The Inspector General Act
ensures OIG independence by stating that the Inspector General "shall
not report to, or be subject to supervision by, any other officer or
employee" of the Postal Service. See Id. § BG(d).

Q5. Will this transition result in any changes related to how bargaining unit
employees are treated, investigated or interrogated by the Postal Inspection
Service regarding the above-referenced allegations? If so, please explain how
and what impact or effect the transition will have on employees.

AS. The Inspector General Act of 1978, as amended, provides, "nothing in
this Act shall restrict, eliminate, or otherwise adversely affect any of the
rights, privileges, or benefits of either employees of the United States
Postal Service, or labor organizations representing employees of the
United States Postal Service, under chapter 12 of title 39, United States
Code [39 USC § § 1201 et seq.], the National Labor Relations Act [29
USCS § § 151 et seq.], any handbook or manual affecting employee labor
relations with the United States Postal Service, or any collective
bargaining agreement." See Id. § 8G(f)(3)(C)(3).

Q6. Please explain the purpose and reasoning behind the changes relating to the
transitioning of certain types of workplace investigations to OIG from the
Inspection Service.

A6. The transitioning of certain types of investigations from the Inspection
Service to the OIG fulfills the OlG's responsibilities under the Inspector
General Act.
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Q7. Please describe whether the Inspection Service will have any role in
investigation of the matters assigned to the OIG concerning bargaining unit
employees and, if so, describe what that role will be.

A7. The Inspection Service may have a role in investigations assigned to the
OIG, on a case-by-case basis. A Postal Inspector's role would be to refer
allegations to the OIG and/or participate in the investigation with the OIG
Special Agent.

Q8. Article 17.3 of the APWU National Agreement states that if an employee
requests a steward or Union representative to be present during the course of an
interrogation by the Inspection Service, such request will be granted. Will OIG
comply with this requirement of Article 17.3 during the course of an
interrogation?

AB. The OIG will comply with the requirements of Article 17.3 as it relates to
an employee request for a steward or Union representative during the
course of an interrogation.

Q9. The APWU has a Memorandum of Understanding with the Postal Service
concerning the "Role of Inspection Service in Labor Relations Matters." Will
this MOU also apply to the OIG, the same as the Inspection Service? Ifit does
not, in whole or in part, please explain which specific parts of the MOU do not
apply and why.

A9. The OIG will comply with the MOU entitled, "Role of Inspection Service in
Labor Relations Matters."

QI0. Where there have been decisions, settlements, and memoranda of understanding
reached through the grievance/arbitration process, the National Labor Relations
Board, or the courts that apply to the Postal Inspection Service, will the OIG be
obligated and bound those decisions in the same way as the Postal Inspection
Service?

A10. Generally speaking, the OIG will comply with those decisions,
settlements, and memoranda of understanding that were reached
through the grievance/arbitration process, National Labor Relations
Board, or judicial process that apply to the Inspection Service. However,
without identifying a specific decision, settlement, or memorandum of
understanding, a more definitive answer cannot be provided.

Qll. Will OIG investigators comply with employees' Weingarten rights, the same as
Postal Inspectors, allowing a union steward to consult with the employee
before, and be present during, an OIG interview if requested by the employee?

A11. OIG investigators (Special Agents) will comply with Weingarten rights in
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the same manner as Postal Inspectors.

Q12. Will OIG investigators issue or act as the concurring official in discipline issued
by the Postal Service in accordance with Article 16 of the APWU National
Agreement?

A12. Special Agents will not issue or concur in disciplinary action outlined in
Article 16 of the National Agreement.

Q13. Will the OIG recommend and/or mandate that disciplinary action be issued to a
bargaining unit employee?

A13. Special Agents will not recommend and/or mandate the issuance of
discipline to bargaining unit employees.

Q14. The current official Postal Service form that bargaining unit employees are
subject to and may be asked to review or sign during an interrogation is "PS
Form 1067, July] 987 - USPS Posta/Inspection Service - Warning and Waiver
ofRights." However, it has been called to our attention that bargaining unit
employees are being asked to review and/or sign unofficial forms during
interrogation by OIG Inspectors. Please provide copies of any forms that
bargaining unit employees may be asked to review or sign or both during the
course ofan investigation by the OIG. Among these forms, please provide the
primary document authorizing or describing the use of these forms including
what has been referred to as "lGM 410 and its attachments."

A14. Enclosed are the investigatory forms the OIG uses during an
interrogation. Attachments C, 0 and E.

Q15. We have received from the field a copy of a form titled "Administrative
Warning: Duty to Cooperate" (copy enclosed). Although this form may be
included in your response to Question 14, we have no record of this form
(which bargaining unit employees are currently being subject to) being
authorized as an official Postal Service form, similar to PS Form 1067 which is
used by the Postal Inspection Service. It is not clear whether the PS Form
number is simply missing from the copy that we have and therefore it is
requested that you provide the PS Form number and effective date. It is also
requested that you also explain the genesis and intended use of this form.

A15. An employee's duty to cooperate during an official postal investigation is
not new. See ELM § 665.3 (formerly ELM § 666.6). The OIG has the
authority to use its own forms.

Q 16. \\That effect, if any, is there on the investigatory process or the disciplinary
process if an employee refuses to sign the Administrative Warning: Duty to
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Cooperate or other similar official PS Forms the OIG might use? For example,
there have been occasions depending on the fact circumstances where
employees have exercised their right not to sign the Postal Inspection Service
"Warning and Waiver of Rights" PS-Form 1067.

A16. An employee's refusal to sign the Administrative Warning: Duty to
Cooperate does not necessarify trigger an adverse result. It would
depend on the circumstances surrounding the refusal on a case by case
basis and as determined by management.

Q17. The "Administrative Warning: Duty to Cooperate" form indicates that neither
an employee's answer, nor any information or evidence which is gained by
reason of your statements can be used against you in criminal proceedings. Do
OIG investigators have authority to grant immunity from prosecution? If so,
please describe the authority. If not, who is authorized to grant immunity from
prosecution?

A17. Special Agents do not have authority to grant immunity from criminal
prosecution. The Justice Department or an office of the United States
Attorney has the authority to grant immunity from criminal prosecution.
Provision of the form, "Administrative Warning: Duty to Cooperate,"
means that the OIG has obtained a waiver of prosecution from the
Justice Department or United States Attorney Office.

Q18. If OIG investigators do not grant immunity, how and from whom do they secure
immunity from prosecution?

A18. See response to paragraph 17.

Q19. How is an employee who is being interviewed infonned of the granting and
scope of immunity from prosecution? For example, does OIG contact the
appropriate authorizing official first, and get approval to grant immunity from
prosecution before offering immunity from prosecution during the
interrogation?

A19. Special Agents obtain authorization to offer immunity from criminal
prosecution prior to conveying that immunity to an employee.

Q20. Will an employee be allowed legal representation prior to and/or during an OIG
investigatory interview?

A20. An employee may invoke their right to counsel in a custodial
interrogation.

Q21. Under Miranda v. Arizona, 384 U.S. 436 (1966), before a law enforcement
officer may question an individual regarding the possible commission of a
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crime, he/shemust read to the employee his/her "Miranda Rights" and must
also make sure that the individual understands these rights. It is not sufficient to
simply inform employees that "neither their answers nor any information or
evidence which is gained by reason of their statements can be used against them
in criminal proceedings." Such a statement does not relieve the OIG officers of
their obligation to advise the employees of their full "Miranda Rights,"
including the right to remain silent and the right to be represented by counsel.
Why is it that the "Administrative Warning: Duty to Cooperate" form does not
advise employees of their full "Miranda Rights," including the right to be
represented by counsel and the right to remain silent?

A21. When applicable, the Special Agent will advise the employee of his/her
Miranda rights. If an employee is not in custody, and is free to leave, the
DIG does not provide Miranda rights.

Q22. Can OIG investigators grant employees immunity from administrative
disciplinary proceedings that could arise based on the substance of the
employees' responses? If so, how will that immunity be conveyed to
employees?

A22. It is a management responsibility to determine whether to issue
discipline. Special Agents do not have the authority to grant employees
immunity from adverse administrative actions.

Q23. Will DIG investigators use other warnings and explanations of employees' legal
rights? If so, please specify the warnings or explanations given and their
purpose.

A23. The Special Agent will provide Miranda rights when interrogating
employees in custodial situations; and either Kalkine or Garrity warnings
in non-custodial interrogations.

Q24. Is there a general protocol and/or procedure for the DIG's investigation of
allegations? If so, please provide us with that protocol and/or procedure.

A24. The DIG commences investigations after receiving allegations or
otherwise discovering apparent wrongdoing. The DIG may produce a
report at the end of the investigation.

Q25. Describe the type and/or form number of internal reports generated by the GIG
during an investigation. Also, will DIG comply with APWU's right to be
provided such information pursuant to Article 17, Section 3 and Article 31 of
the National Agreement?

A25. The DIG's report of investigation is similar in substance to the Inspection
Service's investigative memorandum. Upon request, the Union will be
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provided information consistent with Article 17, Section 3 and Article 31.

Q26. The APWU presently has the right to interview Inspection Service officers
regarding investigations that result in or relate to discipline of bargaining unit
employees. Will OIG comply with APWU's right to interview OIG Inspectors,
the same as Postal Inspectors?

A26. The APWU may have the right to interview Special Agents consistent
with the provisions of Article 17 and 31, depending on the
circumstances.
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Chapter 2 of the Administrative Support Manual (ASM) outlines the
responsibilities and functions of the Office of Inspector General and

the Postal Inspection Service.
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2 Audits and Investigations

21 General

211 Authority

211.1 Responsibility

211.11 Inspector General

The Office of Inspector General (DIG), authorized by law in 1996 as a federal
law enforcement and oversight agency, conducts audits and investigations of
Postal Service programs and operations, and oversight of the Postal
Inspection Service (5 United States Code [U.S.C.] App. 3; 18 U.S.C. 3061;
and 39 U.S.C. 404 (a)(7). The DIG is headed by the inspector general. The
inspector general, independent of postal management, is appointed by and
reports directly to the nine presidentially appointed Governors of the Postal
Service (39 U.S.C. 202).

211.12 Chief Inspector

The Postal Inspection service, a federal law enforcement agency, conducts
audits and investigations of Postal Service programs and operations
(18 U.S.C. 3061 and 39 U.S.C. 404 (a)(7)), and is headed by the chief
inspector, who reports directly to the postmaster general. The chief inspector
acts as security officer and emergency coordinator for thePostat service and
maintains liaison with other investigative and law enforcement.agencies.of
the government, as well as the Federal Emergency Management Agency and
other emergency coordinators.

211.13 Designation of Functions

The Governors approved a distribution of duties and responsibilttles between
the DIG and the Postal Inspection Service to maximize each organization's
capabilities and maintain their legislated roles and responsibilities. The
designations of functions provide for partnering opportunities, while avoiding
duplicative efforts. See Exhibit 211 for a synopsis of the designation of
functions.
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Exhibit 211
Designation of Functions

Office of Inspector General* Postal Inspection 5ervice

Audits

• Financial statements, including installations and districts• Financial statements, including:
- Overall opinion audits
- Quality reviews of Postal Inspection Service work

• Postal-wide performance reviews

• Contract audits, except pre-award and post-award audits

• Developmental audits

• Facility audits, including:
- Facilities construction contracts of $10 million or more
- Right of first choice on contracts valued between $5-10

million
- Leases of $1 million or more
- Repair and alterations of $1 million or more

• Revenue-focused audits (international mail)

• Area, district and local performance reviews

• Service investigations

• Pre-award and post-award contract audits

• Facility audits, inclUding:
- Facilities construction contracts of $5 million or less
- Contracts between $5-10 million not performed by OIG
- Leases under $1 million
- Repair and alterations under $1 million

• Tort claims

• Embezzlements under $100,000

• Expenditure cases, including:
- Cases referred by OIG
- IMPAC card cases
- Local purchases or procurements

• Emergency responses on cases involving executives

• Internal and external crimes

• Employee protection

• Security
• Fraud and prohibited mailings

• Postal Inspection Service internal affairs: non-executives

• Forensic and technical services

Investigations

• Revenue cases, including:
- Revenue loss detection
- Shares with OIG on revenue task force and other groups

• Primary responsibility for workers' compensation cases

executives

• Revenue cases, including:
- Bribery, kickbacks, conflicts of interest
- Systemic reviews

• Workers' compensation cases, including:
- Inspector General subpoenas
- Program monitoring

• Tort claims, including:
- Serious incidents
- Liability reports

• Embezzlements (conduct/partner on cases of $100,000
or more)

• Expenditure cases, including:
- Bribery, kickbacks, and conflicts of interest
- Systemic reviews

• Conduct/partner on cases involving executives

• Postal Inspection Service internal affairs:

• Computer forensics

• Hotline

Other

Additional OIG work:

• Oversight of the Postal Inspection Service

• Postal.rate-making programs and operations

• Revenue generation

• Labor management

• Electronic commerce

* The Inspector General has oversight responsibility for Postal Inspection service functions. The Inspector General retains
the right to conduct/partner with the Postal Inspection Service on audltsarnt investigations, pursuant to the Inspector
General Act.
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Audits and Investigations 211.22

211.14 Federal Laws and Postal Regulations

211.141 The OIG is responsible for promoting economy, efficiency, and effectiveness,
and preventing and detecting fraud, waste, and abuse in all postal programs
and operations. The OIG conducts and supervises audits, evaluations, and
investigations and keeps the Governors and Congress fully informed of
problems and deficiencies and the progress of corrective actions. Under
applicable policies, regulations, and procedures, it carries out investigations
and presents evidence to the Department of Justice and U.S. attorneys in
investigations of a criminal nature.

211.142 The Postal Inspection Service is responsible for protection of the mails,
enforcement of federal laws and postal regulations within its jurisdiction as
provided in 211.22, plant and personnel security, and coordinating Postal
Service emergency preparedness planning of both a wartime and a natural
disaster nature. The Postal Inspection Service, under applicable policies,
regulations, and procedures, carries out investigations and presents evidence
to the Department of Justice and U.S. attorneys in investigations of a criminal
nature. In coordination with the GIG, the Postal Inspection Service also
performs selected audits and reviews of the Postal Service.

211.2 Arrest and Subpoena Powers

211.21 Authorization

GIG special agents and postal inspectors are authorized toperform1he
following functions in connection with any matter within their respective
official duties as established by the inspector general and the chief inspector:

a. Garry firearms.

b. Serve warrants and subpoenas issued under the authority-ottheUnited
States.

c. Make arrests without warrant for offenses against the United States
committed in their presence.

d. Make arrests without warrant for felonies cognizable underthe-Iaws of
the United States, if they have reasonable grounds to believe that the
person to be arrested has committed or is committing such a felony.

211.22 Umitations

The powers granted by 211.21 are exercised only in the enforcement of laws
regarding property in the custody of the Postal Service, property of the Postal
Service, the use of the mails, other postal offenses, and pursuant to any
agreements between the attorney general and the Postal service, in the
enforcement of other federal laws, violations of which the attorney general
determines have a detrimental effect on the Postal Service.
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211.3 Access to Records

211.31 Records and Documents

The OIG and Postal Inspection Service are authorized access to all records
and documents of possible relevance to an official audit, evaluation,
fact-finding, inspection, investigation, review or other inquiry whether they are
in the custody of the Postal Service or otherwise available to the Postal
Service by law, contract, or regulation. This includes information about mail
sent or received by a particular customer. Exceptions to authorized access
are listed in 211.33.

211.32 Disclosure

Information obtained under 211.31 may be disclosed to other postal
employees who have a need for such information in the performance of their
duties or to any federal, state, or local government agency or unit thereof that
needs such information for civil, administrative, or criminal law enforcement.
Any such disclosure must be consistent with Postal Service privacy
regulations (see Handbook AS-353, Guide to Privacy and the Freedom of
Information Act).

211.33 Exceptions

There are no exceptions when an inquiry, such as an investigation,
inspection, evaluation, fact-finding, review, or audit is conducted under the
authority of the Inspector General Act. Exceptions to the policy of disclosure
are the following:

a. For information from the covers of mail, see 213. For dead mail, see
the Domestic Mail Manual.

b. For access to employee restricted medical records and Employee
Assistance Program records, see Handbook EL-806, Health and
Medical Service, Chapter 2, and Employee and Labor Relations Manual
(ELM) 870.

c. For access to an employee's Form 2417, Confidential Statement of
Employment and Financial Interests, see the ELM or 39 CFR
447.42(e)(2).

212 Circulars and Rewards

212.1 Wanted Circulars

The Postal Inspection Service and the OIG issues wanted circulars to help
locate and arrest fugitive postal offenders. Post these circulars in the most
conspicuous place in the post office lobby and in other prominent places.
Post near Poster 296, Notice of Reward. Telephone immediately the postal
inspector in charge or inspector general with any information on the possible
location of the person wanted. Remove and destroy circulars immediately
when notified of their cancellation or when the circular is notHsted in the
periodic Postal Bulletin notices of current wanted circulars.
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