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 Wage Theft is happening to Postal 
Workers and you need to be diligent 
in reviewing your paycheck for accu-
racy! Reports of  lost Overtime, Out-of  
Schedule Premium Pay, and/or Paid 
Leave are increasing each pay period.  
 Specifically, Full Time Regu-
lar employees are experiencing loss 
of  Out-of  Schedule Premium Pay 
when working a Management Di-
rected Change-of-Schedule assign-
ment. Full-time employees are EN-
TITLED to 50% Premium Pay for 
all hours worked outside of  their 
regular Schedule and are ENTI-
TLED to Overtime Pay for all hours 
worked beyond 8 hours in a day.  
 Track your timekeeping entries 
and compare to your pay stub and 
make sure they are correct. Any dis-
crepancies should be reported and if  
not corrected contact your Steward! 
 We had numerous reports of  man-
agement denied OT pay and/or paid 
leave when an employee is working 8 
or more hours in a day. In many cases 
this is a violation as employees who 
are directed to report to work prior 
to their regular schedule, begin Tour 
are entitled to be paid Overtime even 
if  they use Annual Leave for part of  
their regular schedule that day. In-
stead, we are getting reports, even 
though the employee worked 2 hours 
BT overtime and requested 2 hours 
AL for the last 2 hours of  their regular 
schedule! 
 Another example of  USPS Wage 
Theft is the repeated failure to pay 
OOS Premium Pay to a full-time 
regular employee working on a man-
agement directed change of  sched-
ule. Many employees are reporting 
to the APWU that their supervisors 

It’s Your Money, Don’t Let The USPS Steal It!

have changed their schedule and 
incorrectly informed the employee 
they do not get Out-of-Schedule 

pay because they were notified of  
the change by the Wednesday the 
week preceding the change. This is 

a violation! The Wednesday Notifi-
cation is an OBLIGATION – it is 
not a WAIVER for Out-of-Schedule 
Premium Pay! Again, review your 
schedule, clock rings and pay stub 
for discrepancies and if  not correct-
ed by your supervisor contact your 
Steward! 
 Additionally, we are getting fre-
quent reports of  late Holiday Sched-
ule postings. The Contract has spe-
cific time frames established for the 
posting of  Holiday Volunteer lists and 
the 3 days of  the Holiday Schedule.  
Failure of  USPS Officials to meet 
these deadlines can result in Holiday 
Schedule Premium Pay of  50% to 
affected employees. Again, contact 
your Steward if  you believe your of-
fice failed to post the Holiday Volun-
teer list or Holiday Schedule on time. 
It’s YOUR Money, don’t let the USPS 
Steal It! 

— The Communicator

 The collective bargaining agree-
ment (union contract) between the 
American Postal Workers Union 
and the United States Postal Service 
covers the wages, hours and work-
ing conditions of  200,000 postal 
workers. Our current contract was 
due to expire at midnight, Septem-
ber 20, 2021.
 Over the last two weeks, the 
APWU and postal management 
have engaged in frequent negotiat-

ing sessions at both the “main ta-
ble,” the “craft tables,” and in other 
committees. There has been modest 
progress on a number of  issues af-
fecting all our crafts, including on 
job security. There has also been a 
narrowing of  the differences on im-
portant items including the econom-
ic package. 
 However, the union and manage-
ment have been unable to secure a 
negotiated agreement by midnight 
September 20.
 The APWU National Negoti-
ating Committee (NNC) had two 
choices: Either start the process of  
mediation heading to interest arbi-
tration, or with mutual agreement 
with postal management, “stop the 
clock” (meaning the contract does 
not expire at midnight) and contin-
ue negotiations for a period of  time.
 It is the unanimous decision of  
the National Negotiating Commit-
tee to “stop the clock” and continue 
bargaining. It is also the position 

of  the NNC that we will reevalu-
ate progress on a regular basis and 
invoke mediation if  further negotia-
tions are not productive.
 “The entire APWU negotiating 
team is working together and work-
ing hard to secure the new con-
tract that our members have earned 
and deserve,” said APWU Chief  
Spokesperson Vance Zimmerman. 
“Continued negotiations for a short 
period of  time are in the best inter-
ests of  the members.”
 “The APWU is leaving no stone 
unturned. Based on progress thus 
far we have the possibility of  reach-
ing a negotiated union contract,” 
declared President and Lead Nego-
tiator Mark Dimondstein. “It is vital 
we all stay union strong and union 
proud in our collective quest for 
workplace justice.”
 The APWU will continue to keep 
the members updated, including 
regular messages on the negotiation 
“hotline” at 866-412-8061.

NEGOTIATIONS UPDATE: 

APWU And USPS “Stop The Clock” To 
Continue Bargaining For A New Contract
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O v e r  T h e  C O l e s
Support Your Local Stewards

by Lance Coles, Editor 
Oops Forgot

 I forgot to thank Stacey Publishing, Tom and Laury, 
for their excellent work on the Iowa Postal Solidarity, 
and with winning the award Iowa Postal Workers. 
They are best!

DeJoy Must Go
 The delegates at the Iowa Federation of  La-
bor Convention, voted to support the movement 
for Postmaster Dejoy to resign or be removed. 
Thanks to IPWU President Kim Karol for pre-

senting the resolution to call for this action.

Support Your Local Stewards
 I don’t thin many of you know or understand how 
hard it is to be a union steward or union officer. 
  They take time away from their family and 
friends to learn, to represent you to protect the con-
tract. 
  They are constantly learning and re-learning so 
they can do the best they can to protect you rights.
  They do all this with little or no compensation.

  Most of them did want the job, but someone had 
to do it. Bravo to them for stepping up. 
  Stepping up to a thankless job. 
  They don’t do this job for the title, or for the 
power. They do this job because they believe that the 
members have a right to protected and represented. 
 The next time you are angry that a grievance did 
not go your way, remember all the ones that did. 
Think about all the time and effort that union official 
put into your grievances – win or lose.
 Without the union, none of that would be done.
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Why Is The Union Important To You?  
by Kimberly Karol, 
IPWU President
 I have written several articles for 
the paper talking about different as-
pects of  benefits afforded to mem-
bers of  the union. The benefits that 
were important to the employees 
that came before us. I am wonder-
ing if  it is now time to be looking 
for new benefits that meet the needs 
of  employees today. As part of  the 
union, it is important to express 
your needs, and identify challenges 
you face at work or at home.
 Safety rules came into being as 
the result of  employees getting hurt 
or killed in the workplace. Protect-
ing workers was not an immediate 
reaction to the injuries or deaths, 
they only came about when employ-
ees no longer wanted to work in con-
ditions where they could be maimed 
or killed. Even then it took someone 
to come up with the plan to improve 
safety and then employees to agree 
to the plan and together take action 
to get the plan incorporated into 
work rules. At the time having a 
safe workplace was an incentive that 
brought in new employees and kept 
them on the job. Now basic safety 
rules are in place in nearly all work-
places, it is time to find new ways to 
improve working conditions.
 Non-traditional full-time duty as-
signments were created in response 
to employees looking for more flex-
ibility in their work schedules; the 
traditional 8 hours workday did 
not seem to meet workers needs. In 
many industries the work week was 
shortened, employees were allowed 
to telecommute, and day care centers 
or gyms were opened at work sites. 
In all cases the employees decided 
what they needed and then stood to-
gether to win the benefit. COVID19 
changed how we work, opened pos-
sibilities that previously were not 
being considered and demonstrated 
alternative work locations could still 
accomplish the work efficiently. The 
possibilities are endless. Continuing 
to fight to protect craft work and to 
get work returned to the craft will 
only open more opportunities.

 There is very high turnover at the 
Postal Service now. Many have sug-
gested that the wage no longer meets 
the needs of  workers, but I suspect it 
is much more complicated than that. 
The continued work shortage across 
a wide spectrum of  job classifica-
tions suggests that there are more is-
sues than basic wages. Now workers 
are in the driver’s seat and careers 
in the Postal Service do not seem to 
be very attractive. I came into the 
Postal Service looking for health 
insurance for my family, and a se-
curity when I retired. At the time I 
was hired there was a significant in-
crease in hourly wage from my pre-
vious job. I had been making $7.50/
hour so taking a job at the Postal 
Service making over $11.00/hour 
was also an incentive. Today many 
companies are paying hourly wages 
that are very competitive to Postal 
Service starting wages, and benefits 
are largely out of  reach for “pre-ca-
reer” employees. I believe there are 
even more issues that are driving the 

high turnover. Sharing workplace 
challenges or asserting demands for 
benefits that meet needs not yet ad-
dressed gives us the opportunity to 
start the discussion to find new ways 
to improve the workplace. That is 
how the union works. You share 
your needs and concerns and to-
gether we find new benefits or nego-
tiate work rules that resolve issues. I 
encourage you to use the tools like 
the email address for asking ques-
tions, apwuiowaquestions@gmail.
com to share your ideas and experi-
ences.
 Being united in the workplace 
provides us with the strength 
of  numbers to assert power and 
achieve gains or maintain current 
benefits. There is a constant battle 
between employers and employ-
ees who generally have conflicting 
interests. The union equalizes the 
playing field by gathering and uni-
fying ideas and transitioning them 
into worker demands. As National 
leaders continue contract nego-

tiations it is important that we all 
stand together in support of  their 
efforts. Recently the Auxiliary as-
sisted in putting together a mail-
ing that sent small offices Contract 
Campaign wrist bands. The goal is 
to have a visual component in the 
workplace that demonstrates unity 
and support for the negotiating 
team. Thursdays have once again 
been designated as gear days to 
wear the wrist bands or any APWU 
apparel. This year the National is 
encouraging employee groups to 
take pictures in their gear to send 
to National. Each week they are 
awarding prizes to the groups that 
are the most creative in show-
ing their support. In the past Fort 
Dodge has been recognized for 
their expression of  unity and sup-
port for the union. I challenge all 
Iowa offices to get creative and find 
unique ways to demonstrate unity, 
wear their APWU gear and take 
pictures of  your demonstration of  
support for a good contract.

 The AFL-CIO, the largest U.S. la-
bor organization, elected Liz Shuler, 
a longtime trade unionist, to serve 
as the federation’s first woman pres-
ident, succeeding Richard Trumka, 
who died unexpectedly.
 The AFL-CIO’s executive coun-
cil also elected Fred Redmond, a 
United Steelworkers (USW) union 
official as secretary-treasurer, mak-
ing him the first African-American 
to hold the organization’s No. 2 of-
fice.
 Trumka, who died of  a heart at-
tack at 72 during a camping trip, had 
led the trade federation of  56 unions 
representing 12.5 million workers 
since 2009.
 President Joe Biden called Shul-
er to offer his congratulations and 

vowed to partner with the coalition 
to create union jobs and increase 
wages, according to a White House 
official.
 Shuler, who grew up in a union 
household, said she was determined 
to continue Trumka’s push to ex-

AFL-CIO Elects First Woman President; 
First African-American For No. 2 Job

pand the power of  organized labor, 
reduce the income gap between rich 
and poor while increasing union 
membership, which has slid for de-
cades in the country.
 “This is a moment for us to lead 
societal transformations – to lever-
age our power to bring women and 
people of  color from the margins to 
the center – at work, in our unions 
and in our economy,” she said in a 
statement.
 Shuler, 51, worked as an orga-
nizer at Local 125 of  the Electrical 
Workers (IBEW) union at Portland 
General Electric, working with a co-
alition of  activists to challenge en-
ergy giant Enron Corp when it tried 
to muscle electricity deregulation 
through the Oregon Legislature.



Page 4 Iowa Postal Solidarity ●  IOWA POSTAL WORKER October, 2021

 “DeJoy’s ability to get the changes endorsed by the Postal 
Board of  Governors is a setback, but it is not the end of  
the fight. The Board of  Governors still has a majority of  
members appointed by President Trump.”

As more Americans use Facebook, 
Twitter, and other social media as ma-
jor communication tools, the risk that 
what you say online will draw your 
employer’s attention has increased. In 
recent months, many employees have 
been disciplined or fired for their social 
media posts regarding workplace safety 
during the Covid-19 pandemic, and for 
posts regarding the Black Lives Matter 
movement and the nationwide protests 
sparked by George Floyd’s killing by a 
Minneapolis police officer.

In general, employers have the 
power to fire employees for any lawful 
reason–including for what they post on 
social media. But, there are a number 
of protections that may be available to 
an employee facing discipline for their 
postings. These include laws prohibit-
ing discrimination and retaliation, and 
laws protecting whistleblowers and em-
ployees who complain about workplace 
conditions.

 Did you post to social media dur-
ing working hours?

The first question to consider is 
when did you make the post: At work 
while you were supposed to be work-
ing? While you were on a break? Out-
side of working hours?

In general, employees have a greater 
amount of speech rights when they are 
outside of work. While you are work-
ing, your employer has a right to de-
mand your attention, and therefore has 
an interest in limiting your personal 
social media use. For this reason, it is 
important that employees be conscious 
of the risks associated with posting on 
their personal social media accounts 
during working hours.

 Did you post something critical of 
the working conditions at your job?

Legal protections for employee 
speech are strongest where the employ-
ee is speaking truthfully about working 
conditions, for example discussing:
 Pay rates and pay disparity
 Vacation time issues
 Harassment at work
 Whether or not to join a union
 Unsafe working conditions
 Illegal activity by your employer
 Supporting workers who have been 

disciplined by the employer
In contrast, employees have less pro-

tections when they make misleading 
claims about their employer or its prod-
ucts.

The difference here can be seen in a 
case involving two employees at an am-
bulance company:

The first employee posted on a col-
league’s Facebook page that he was 
“sorry to hear” that she had been fired 
and that she “may think about getting 
a lawyer.” The National Labor Rela-

tions Board (NLRB) found this post 
protected because it was aimed at 
improving working conditions by ex-
pressing support for and encouraging 
the employee to consider legal repre-
sentation. Therefore, the NLRB held 
the employer violated the law when it 
fired the employee for his post.

A second employee at the ambu-
lance company posted on his own 
Facebook page suggesting that one of  
the company’s ambulances was bro-
ken down and unsafe. The company 
investigated the matter and found that 
the ambulance was not broken down. 

The company fired the employee, and 
the NLRB upheld the firing because it 
found that the employee’s untrue state-
ments about the employer’s ambulance 
were unprotected.

Employees also generally lack pro-
tection when discussing matters unre-
lated to work, such as personal views 
on topics in the news. For example, 

CBS fired an employee for posting that 
she had no sympathy for the victims 
of  a mass shooting at a country music 
concert in Las Vegas because “country 
music fans are often republican gun 
toters.”

Some states have enacted laws that 
prohibit political discrimination, which 
could apply to protect employees who 
voice their political views on social me-
dia. Whether these protections apply 
will depend on what state the employee 
works.

Employers may also discipline em-
ployees for overly offensive speech that 
inhibits the employer’s ability to com-
ply with laws against discrimination. 
For example, Google recently fired 
an employee for stating on an inter-
nal messaging platform that women 

are underrepresented in tech because 
of  inherent biological differences be-
tween men and women. The employee 
brought a claim with the NLRB, which 
dismissed the claim reasoning that the 
employee’s speech was unprotected 
because of  its offensive nature and be-
cause Google had a responsibility to 
protect its female employees from a 
hostile work environment where sex 
discrimination is tolerated.

 Does the First Amendment protect 
you when posting to social media?

You may be asking, what about the 

First Amendment – I thought that pro-
tected my right to freedom of speech? 
The Constitution only protects against 
government action, and so the First 
Amendment is unlikely to protect you 
if  you are employed by a private com-
pany. However, if  you work for a gov-
ernment employer, the First Amend-
ment may offer you limited protections.

Generally, the government may not 
discipline employees when they speak 
on their own time, in their private ca-
pacity, on “matters of  public concern.” 
Unfortunately, a number of  court de-
cisions have restricted this right by 
limiting the topics that are considered 
“matters of  public concern,” and by 
creating exceptions to First Amend-
ment protections, such as limiting em-
ployee speech that causes disruption to 
the workplace.

Are you being fired for some other 
illegal reason, and your employer is 
using your social media posts as an 
excuse?

A common tactic by employers is 
to claim they are disciplining an em-
ployee for a lawful purpose, while in 

fact disciplining them for an unlawful 
reason. Thus, if  your employer disci-
plines you and claims it is because of  
something you wrote on social media, 
but you can prove it is because of  some 
other unlawful reason, you may have 
legal recourse. Unlawful reasons might 
include disciplining you:

Because of  your race, national 
origin, sex, disability, or other protect 
class

In retaliation for complaining about 
workplace safety, illegal actions by 
your employer, or harassment

As punishment for exercising a le-
gal right, such as applying for Family 
Medical Leave

 
What does your employment 

agreement and employee handbook 
say about social media?

When you start a new job, you are 
often given a large stack of  papers 
from HR. Because you have to begin 
work, the documents are often ignored 
and pushed to the back of  your desk 
drawer. But these papers often contain 
important rules about workplace po-
lices, including social media use. You 
should review these policies-preferably 
before making any posts on social me-
dia, but certainly if  you have been dis-
ciplined for social media posts.

Many company’s social media 
policies are overly restrictive, and limit 
your ability to post on social media. 
As we mention above, employers have 
a lot of  leeway in regulating employ-
ees’ postings, particularly ones made at 

work. However, an employers’ social 
media policy is unlawful if  it restricts 
an employee’s right to speak on work-
place conditions, such as rate of  pay or 
harassment in the office, or prohibits 
employees from whistleblowing about 
a company’s illegal activities.

Your employee handbook may also 
include protections for what you post 
online. For example, many employee 
handbooks contain anti-retaliation 
provisions wherein the employer 
promises not to discipline employees 
for reporting workplace harassment, 
which could include online posts about 
harassment or other whistleblowing 
activities. When our firm meets with 
clients, we often review employee 
handbooks to determine if  added 
workplace protections may exist.

Can You Get Fired For What 
You Post On Social Media?
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DMI Local 44 Proposed 
Constitutional Changes

 The following Local 44 Constitutional Changes will be voted on dur-
ing the (Wednesday) October 2021 Regular Membership Meeting:

 1) Change; Art. 3 Sect. 4a. Amount of  Dues. Strike all language 
after APWU. “except those active members classified PS 1 through PS 
3 shall pay 75%, including those active members retired from the Post-
al Service. This amount shall include 100% National per capita tax. 
(2013)”

 2) Art. 3 (4.d.) Add language after “retired members” (with at least 5 
years membership prior to retirement). Strike; pay dues at the same rate 
as PS 1 through PS 3, payable monthly. (1988) Add; pay full National 
dues and Retiree’s chapter dues plus $60 per year local dues.

 3) Change; Art. 4 Sect. 8 Add; “business or”.

 4) Art. 5 Sect. 10 Change; yearly salary of  $1000, to be paid quar-
terly. Strike; salary equal to that of  a Steward. (Oct. 20, 1999)

 5) Change Art. 5 Sect. 11. Add; $1200, Strike; $721.00 each.

 6) Change; Art. 5 Sect. 13. Add; must attend (or receive credit for) at 

least one regular meeting per quarter to qualify for their quarterly salary. 
Strike; four (4) consecutive regular meetings will result in forfeiture of  
their quarterly pay until they attend (2) regular meetings. They will also 
not be eligible for travel pay to any conferences, conventions or training.

 7) Change Art. 6 Sect. 1. Add; There shall be at least one regular 
meeting of  the local per month per calendar year. Strike; There shall be 
at least (2) regular meetings of  the local during the months of  October 
through April, excluding December and January. There will not be a 
Wednesday meeting in the month of  December, or a Saturday meeting 
in January. There shall be at least one (1) regular meeting of  the local 
during the months of  May through September.

 8) Change Art. 6 Sect. 3. Add; The Executive Board will propose the 
meeting schedule for the following year at the regular meeting in Octo-
ber for discussion by the membership. The Executive Board will set the 
schedule in November. Strike; The two (2) regular monthly meetings 
(October through April) shall be held per the following schedule: First 
Saturday of  the month at 10:00 am and the third Wednesday of  the 
month at 7:00 pm (October 5, 1996).

 Changes must pass by a 2/3 secret ballot vote to be fully adopted.

by Joyce B. Robinson, 
APWU National
Research & Education Director 
 As I write this article, many 
APWU members are still recovering 
from the effects of  this year’s devastat-
ing weather. My prayers go out to my 
APWU families who were adversely 
affected. Natural disasters demon-
strate the importance of  preparing an 
emergency plan, which can reduce 
serious injury or loss of  life during 
a hurricane or an earthquake. Listed 
are tips to help you prepare when di-
saster strikes:
 Check for Hazards - Repair all 
electrical wiring, leaky gas connec-
tions cracks, and structural damage 
in your home. Place large, heavy and 
breakable items on lower shelves in 
closed cabinets with latches. Have 
Disaster Supplies - Buy a battery-op-
erated radio and flashlights, extra bat-
teries, a first aid kit, and a non-electric 
can opener. Keep a seven-day supply 
of  food, bottled water, medication, 

and cash. Have a fully charged phone 
and fill your car with gas, in case of  
evacuation. Copy all vital records; 
keep them in a waterproof  container. 
Store original copies in a safe deposit 
box. Take photos and/or videos of  all 
valuables. Have an extra pair of  eye-
glasses, house and car keys.
 Identify Safe Places - If  inside 
when disaster strikes, drop to the 
floor – stay under sturdy heavy fur-
niture or against an inside wall, away 
from where glass could shatter or 
where heavy furniture could fall over. 
If  you are outside, stay in the open; 
keep away from buildings; trees; tele-
phone and electrical lines; overpasses; 
elevated expressways; and/or roads, 
bridges, and ramps that might have 
been damaged. If  you are in an au-
tomobile, stop as quickly as safety 
permits, and stay in the vehicle, away 
from trees or buildings.
 Educate The Family - Teach chil-
dren how to call 911, the police, or fire 
department. Learn how to use the shut-

off valves for water, gas and electricity.
 Develop an Emergency Com-
munication Plan - In case of  family 
separation, ask someone out-of-state 
to serve as the “family contact.” En-
sure everyone knows their name, ad-
dress and phone number. Designate 
someone to pick up kids from their 
school or daycare center in case you 
are unable to do so. Attach identifica-
tion tags with your name and address 
to pets.
 Follow Safety Precautions - Listen 
to the radio or television for emergen-
cy information. Use the phone only in 
emergencies. Stay indoors, away from 
windows and glass doors. Close storm 
shutters, curtains, blinds, and all in-
terior doors. Secure outdoor objects 
and brace external doors. Turn off  
propane tanks. Turn the refrigerator 
thermostat to its coldest setting and 
avoid opening until necessary. Fill the 
bathtub and large containers with wa-
ter for flushing toilets and cleaning. 
Never run a generator inside a base-

ment or garage, unless the equipment 
is professionally installed and vented.

 When to Evacuate? - Evacuate if  
your family’s safety is at risk and/or 
when directed to do so by local au-
thorities. 
 Returning Home - Return home 
only when authorities say it is safe. 
Do not use elevators. Open cabinets 
cautiously and clean up spills imme-
diately. If  you live in coastal areas, 
stay away from beaches. Contact 
the gas company, an electrician or a 
plumber, as appropriate if  you have a 
gas leak, electrical or water damage. 
Avoid drinking tap water until its safe.
 For additional information, con-
tact your local Office of  Emergency 
Services, your local American Red 
Cross chapter, or visit the Federal 
Emergency Management Agency 
(FEMA) Website at fema.gov.
 Resources for this article include 
text from the American Red Cross 
and FEMA.

Surviving A Hurricane , An Earthquake Or Other National Disasters
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Being A Steward May Be The 
Most Unappreciated Job! 

by Darrell “Barney” Barnes
 This is Barney again and guess 
what? It seems that the UNION con-
tract and a (slightly) stubborn stew-
ard, with help from many UNION 
Officers, NBAs, and the Good Lord 
Above have actually managed to 
save my job as BMC (temporarily) 
and the Full-Time Regular 
Custodian position as well. 
(Yes, miracles do happen.) 
From what I’m told they 
will revert the BMC posi-
tion here when I leave/re-
tire. But that is a grievance 
for another day.
 People, I’ve only been a 
steward for a relatively few 
years and, to be honest, I 
didn’t really want the job 
when I took it. If  it isn’t THE 
most frustrating, irritating 
and generally unappreciated 
job, then it definitely ranks very high 
on the list. I have been chewed out 
by management, as well as fellow 
members, for both standing up for 
the contract and our people, and for 
supposedly NOT standing up for the 
contract and our people (?)
 “I have been chewed out by man-
agement, as well as fellow members, 
for both standing up for the contract 
and our people, and for supposedly 
NOT standing up for the contract 
and our people.”

 I can guarantee that I’m not the 
only steward who has been chewed 
on. If  you are a steward and your 
being chewed on, welcome to the 
club. But don’t let it get to you.
 Keep doing your job to the best 
of  your ability and always ask for 
help when you need it. Personally, I 

have had to ask for help for things I 
just didn’t know the answer to more 
times than I can count. And they al-
ways help, or at least try to even if  
they didn’t know the answer either. 
Management works together against 
the UNION. We have got to help 
each other, not against Manage-
ment, against “Mis-Management”.
 The USPS had its greatest period 
of  growth and stability after unions 
became strong in this country. Now 
that the lies, etc. have managed 

to take away some of  the union’s 
strength, a lot of  people won’t even 
protect their jobs by joining. The 
USPS is actually shrinking in size, 
trust and the ability to do the job 
right. They try to blame it on “the 
internet” or “reduced mail volume” 
but you are out there. You know it 

is actually “Mis-Manage-
ment”.
 The UNION isn’t 
here to fight Management, 
no matter what you’ve 
heard. We are here to fight 
the “Mis-Management” that 
threatens ALL OUR JOBS. 
I still have my BMC job and 
so does our FTR Custodian 
. . . because of  the UNION 
contract and because tak-
ing away either position 
was both financially and fis-
cally the wrong thing to do 

for the Post Office. (“Mis-Manage-
ment”) “The UNION isn’t here to 
fight Management, no matter what 
you’ve heard.” Folks, take it from 
an old one-eyed fat man. Join the 
union. Learn the contract. Make 
our Post Office the great workplace 
it should be.
 P.S. My thanks to all of  you who 
work to get me and everyone else 
our mail, quickly, no matter where 
it’s coming from. Thanks again.

— Razorback Scheme

APWU Member Testifies On Service Standards
 APWU member Brian McLaurin 
was asked to testify before the Sen-
ate Appropriations Subcommittee 
on Financial Services and General 
Government (FSGG) by Maryland 
Senator Chris Van Hollen (D), who 
serves as chairman of  the subcom-
mittee. The hearing, held July 13, 
was convened to review the 2022 fis-
cal year budget request for the USPS 
Office Inspector General and review 
the ongoing USPS service issues. 
McLaurin was one of  four witnesses 
asked to testify by the subcommit-
tee. The subcommittee also asked 
USPS Inspector General Tammy 
Whitcomb to testify.
 McLaurin, who currently serves 
as the Motor Vehicle Service Craft 
Director of  APWU’s Nation’s Capi-
tal Southern Maryland Area Local, 
was hired by the Post Office in 1998 
as a driver. He has driven tractor-
trailers for the Postal Service for 23 
years. Having “personally witnessed 
the slow and steady decline and de-
lay of  our nation’s mail,” McLaurin 
offered the subcommittee a firsthand 
account of  the service issues cur-
rently afflicting the Postal Service.
 In his testimony, he outlined the 

gravity of  the problems that post of-
fices and postal facilities around the 
country currently face. McLaurin 
reported that “the mail is already 
late as a result of  changes in deliv-
ery schedules. To make matters even 
worse, postal facilities are short-
staffed; so, when mail finally arrives 
at a station, there aren’t enough 
workers to process mail and get it 
out for delivery. We’re seeing the 
same mail sitting in the facility for 
two or three days. Postal employees 
get to it when they can. Over the 
years, these processing changes have 
made it difficult for us to distribute 
the mail on time.”
 In response to these issues, 
McLaurin presented our union’s 
demand: that the Appropriations 
Committee intervene to guarantee 
a baseline level of  service for USPS 
performance, facility and window 
hours. McLaurin, on behalf  of  the 
APWU, requested that Congress 
add language to the FSGG Ap-
propriations bill which would: 1) 
prohibit the USPS from reducing 
its service standards, mail delivery 
times, facility hours, post office op-
eration/ window service hours, and 

performance metrics below its 2020 
levels and 2) direct the PRC to look 
at the costs and benefits of  returning 
USPS to its 2012 service standards.
 In her testimony, USPS Inspector 
General Whitcomb expressed simi-
lar concerns regarding the need to 
further study the impact of  the Post-
al Service’s proposed slow down, 
saying that “[p]rior to changes in the 
network, service really needs to be 
analyzed to see what the impacts of  
those changes would be.”
 As the hearing wound to a close, 
Chairman Van Hollen thanked 
McLaurin for his testimony before 
the subcommittee and agreed that 
returning to 2012 service standards 
is necessary. The APWU is incred-
ibly proud of  McLaurin for his illu-
minating testimony and is grateful 
to him for presenting our union’s 
ask before the Senate subcommittee.
 “We need to get back to those 2012 
standards,” said Chairman Van Hol-
len. “We know that [processing the 
mail on time] can be done right, be-
cause you were doing it right in 2012 
before some of  these deliberate chang-
es were made that have compromised 
the ability to deliver mail on time.”
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 “Those in the know,” say that We 
the People should forget any progres-
sive fantasy that – at long last – Wash-
ington might finally produce the kind 
of  bold FDR-style agenda that Amer-
ica needs. They smugly lecture us that 
recalcitrant Republicans in Congress, 
not to mention a swarm of corporate 
lobbyists, are opposed to progressive 
change, so who could get it passed? 
Here’s an idea: Try the people them-
selves. Those in the know don’t seem 
to know it (or don’t want us to know 
it), but big majorities across grassroots 
America are strongly in favor of  the 
fundamental changes that Washington 
elites are rejecting. For example:
  Two-thirds of  America (includ-
ing a majority of  moderate Republi-
cans) say “Yes!” to doubling the mini-
mum wage.

Hey Washington:
Follow 

The People
  72 percent of  the people, includ-
ing 46 percent of  professed Republi-
cans, shout their approval for Medi-
care for all.
  Eight out of  10 Americans, in-
cluding strong majorities of  Repub-
licans, support a paid family leave 
program like every other developed 
nation provides for their people.
  What about increasing taxes on 
the rich, expanding Medicaid for poor 
families, raising teacher pay, spending 
more for early childhood education? 
Yes, yes, yes, yes say majorities, not 
just in blue states, but also in GOP 
strongholds like Idaho, Nebraska, 
and Utah.
 These are not just poll numbers, 
but solid ideas embraced last year by a 
broad cross-section of  voters in ballot 
elections across the country. For ex-

ample, Florida voters enacted a con-
stitutional initiative to up the state’s 
minimum pay to $15, with “yeas” 
topping “nays” by a whopping mar-
gin of  more than 20 points – making 
it more popular than either Trump or 

Biden. Instead of  fearing the people, 
Democratic leaders need to get out of  
Washington and join them. Let’s rally 
and organize the power of  outsiders 
to produce transformative policies of, 
by, and for the people.

by Vance Zimmerman, National
APWU Industrial Relations Director

On September 20, 2021, the cur-
rent collective bargaining agreement 
expires. The APWU contract is one of  
the largest collective bargaining agree-
ments for workers in America today. In 
fact, it is the largest collective bargain-
ing agreement that is being negotiated 
in the United States this year. Over the 
last 50 years the APWU contract has 
helped millions of hard-working Amer-
icans and their families of all races, col-
ors, and genders become and stay part 
of the working class. Over the decades 
APWU members have proudly served 
the American people and kept the Peo-
ple’s Post Office functioning through 
their tireless service. This is especially 
true today.

These negotiations come at a time 
after you proved how vital you are to 
the American people. You were de-
clared essential employees during the 
COVID-19 pandemic. You tirelessly 
served the public moving the mail. But 
it was not just you; it was your families 
as well, who knew each day you went 
to work there was the possibility you 
would return home after exposed and/
or contracting COVID-19. In fact, thou-
sands of you did contract COVID-19 

and sadly, we lost nearly 200 postal em-
ployees to this disease.

However, even knowing the risk, 
you showed up to work and moved the 
mail, ensuring vital goods, medicine, 
paychecks, Social Security payments, 
gifts, cards, letters, and even stimulus 
payments made their way to the Ameri-
can people. All of you brought a sense 
of normalcy to the country during a 
time of great upheaval and darkness. 
Through an historic, national emer-
gency that has been going on for over 
a year, clerks accepted or sorted the 
mail, maintenance employees kept ma-
chines operating and buildings clean, 
MVS employees hauled mail and kept 
vehicles running, and the employees 
who worked in customer care centers 
took phone calls. In the face of an un-
precedented national election, you ac-
cepted the call and worked long hours, 
days on end without time off, all while 
showing commitment to the oath you 
took as postal employees. With your 
work in the 2020 election, the country 
saw one of the highest turnouts in its 
history. More eligible voters cast their 
votes than ever before due to the hard 
work of APWU members. We truly 
saved democracy.

Entering into these negotiations, 

your Core Negotiating Committee – 
consisting of President Mark Dimond-
stein, Executive Vice President Debby 
Szeredy, Secretary-Treasurer Elizabeth 
Powell, MVS Craft Director Michael 
Foster, Clerk Craft Director Lamont 
Brooks, Maintenance Craft Director Id-
owu Balogun, Support Services Direc-
tor Steve Brooks and myself – believe 
it is time for you to be rewarded for all 
your hard work, dedication, and sacri-
fices. That is why in my Opening Day 
remarks, I looked Postmaster General 
Louis DeJoy in the eye and told him he 
needed to negotiate a good contract for 
the American Heroes who are part of  
the APWU.

Your negotiating team has been 
working hard researching and develop-
ing our negotiating plans and propos-
als for submission. We have met with 
the Rank and 
File Bargaining 
Advisory Com-
mittee on more 
than one occa-
sion. The Core 
Committee has 
met multiple 
times and has 
ongoing weekly 
meetings to dis-

cuss negotiations as they progress. The 
first proposals were exchanged with the 
Postal Service on June 24, 2021. We 
also agreed to a series of “main table” 
meetings with the USPS and scheduled 
them at least weekly through Septem-
ber. Your Craft Officers have also begun 
to meet with their USPS counterparts 
on a regular basis.

Beginning September 6, 2021, the 
APWU and USPS teams will be “lock-
ing down” in a hotel for around-the 
clock negotiations up to the expiration 
of the contract. Our goal is to reach an 
agreement prior to the expiration date. 
We will continue to update you as the 
negotiations go on. You can rest as-
sured all your officers, our legal team, 
and APWU staff members involved in 
negotiations are dedicated to getting 
you a good contract. Solidarity!

APWU Members Deserve A Good 
Contract That Rewards Your Sacrifices
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by Ann Abshire 
 Labor unions have been around 
for hundreds of  years, but why are 
they still important today? Through-
out the 21st century, unions help 
create work environments, protect 
workers and their rights, and keep a 
balance of  power in the workplace.
 Labor unions create a better 
quality of  life for families through-
out America. Without unions, 
many people across the United 
States would be taken advantage 
of  by exploiting their time, health, 
and salaries. The history of  labor 
unions, the change in work envi-
ronments, and personal relations 
to labor unions all have positively 
impacted many lives, including my 

own across the United Sates.
 In the late 19th century, the In-
dustrial revolution was booming all 
across the cities in America. Many 
people brought their spouses and 
children to the “big city” to find 
work and hopefully create a better 
life. Due to advances in technology, 
factory owners created manufac-
turing jobs. Unfortunately, for the 
hopeful and hardworking workers, 
they were not the ones taking the big 
checks home. The owners and CEOs 
were exploiting the workers by pay-
ing low wages for extremely long 
hours. In the late 1800s, the average 
American would work up to on hun-
dred hours a week! American labor 
workers were fed up with the poor 

treatment in the work environment, 
therefore creating labor unions. The 
labor movement also shined light 
on child labor, a problem still hap-
pening worldwide today. In 1881, 
unions made it clear to businesses 
to stop hiring children under the age 
of  fourteen. After many protests, in 
1938, Congress passed the fair labor 
standards act. This law regulated 
child labor across America, a set 40-
hour week, and a new standard for 
minimum wage and overtime pay. 
Later on in the 1940s, labor unions 
were able to arrange health benefits 
with businesses across the United 
States. The hard work, commitment, 
and courage American workers 
used to fight for basic rights caused 

 Why Unions Are Important To Me . . . 
a chain reaction that positively im-
pacts American workers today.
 Throughout the 1900s, postal 
unions have gone through many 
changes. The Post Office Depart-
ment converted to the U.S. Postal 
Service in 1970. With the construc-
tion of  the U.S. Postal Service, postal 
unions were finally allowed to con-
tract better salaries and working con-
ditions. In the late 1960s and early 
70s, unions existed mostly as lob-
bying organizations that had no say 
in working conditions.. At the time 
salaries of  postal workers depended 
on congress. With that being said, 
postal workers were severely under-
paid, barely meeting ends meet.
 In March of  1970, full-time postal 
workers only made $6,200 to start 
out with. Postal workers with over 
20 years of  experience only made 
about $8,440. This led many United 
States postal workers to qualify for 
food stamps. After thousands of  
postal workers becoming more and 
more frustrated with Congress, The 
Great Postal Strike of  1970 official-
ly began. Over thousands of  postal 
workers in New York City walked 
away from their posts and began to 
protest for what the deserved.
Over 200,000 other postal workers 
from across the United States joined 
the protest and all mail came to a 
standstill. This brought attention to 
millions of  people, including Con-
gress.
 The strike caused a chain reaction 
creating the Postal Reorganization 
Act of  1970 which let unions have 
the right to negotiate with manage-
ment over their wages, benefits, and 
working conditions.
 The creations of  unions have im-
pacted my family and I in many pos-
itive ways. My mom, Pam Krause, 
is a U.S. Postal Service clerk in 
Green Bay, Wisconsin. My mother 
is a member of  the American Post-
al Workers Union. Like any other 
family, we have gone through many 
ups and downs in life, such as medi-
cal emergencies, family members’ 
deaths, and illness. I personally ad-
mire the American Postal Workers 
Union because they helped my fam-
ily at a trying time when my father 
was diagnosed with stage 4 esopha-
geal adenocarcinoma cancer. Dur-
ing these tough times, my parents 
also finalized their divorce. I was 
not able to drive to Milwaukee on 
my own when he was being treated a 
Froedtert Hospital. With that being 
said, it would have been even more 
difficult to visit him in his last re-
maining months without the help of  
the American Postal Workers Union. 
My mom was bale to take off  work 
to make sure I was bale to spend pre-
cious time with my dad. In October 

continued on page 15
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 A tree is only as strong as its roots, 
and a union is only as strong as its 
actively involved members. Just as 
unions couldn’t function without 
stewards, unions also need member-
volunteers to work on all sorts of  
committees, petition campaigns, di-
rect actions, and more.
 But the question is: How do you 
get members to volunteer their time, 
talents, and energy?
 According to research on people 
who are active in social and politi-
cal movements, the choice to get in-
volved is based on three factors:
 1. The organization’s goal has to 
be important to people.
 2. People must believe that what 
they’re being asked to do will realisti-
cally lead to the achievement of  that 
goal.
 3. People must believe that their 
participation is necessary for the ac-
tion to lead to achievement of  the 
goal.
 There are no guaranteed ways 
to be sure these factors exist in any 
given situation, but there are some 
solid guidelines on the successful re-
cruitment and retention of  member-
volunteers.

Listening
 Union members will take on re-
sponsibility for their own reasons, not 
yours. But you need to know what 
their reasons are. And you find out 
by listening to them — face to face.
 Use the 80/20 rule. Spend no more 
than 20 percent of  your time talking, 
and at least 80 percent of  your time 
listening. Such a conversation can 
take as little as 10 minutes at a break, 
at lunch, or before or after work.
 For example, you listen to some-
one and find out that they care a lot 
about a safety issue. If  this is some-
thing important to the union, you 
might ask them to investigate. You’re 
matching a need of  the union with 
something the member cares about.
 Asking people what they care 
about is like hanging out with a pur-
pose. Ask open-ended questions — 
questions that cannot be answered 
just yes or no. For example: “How do 
you like working here? What do you 
think about this place? What do you 
think is not so good?” Pay attention 
and don’t interrupt. Hear them out. 
If  they say something, but you think 
more is there, say, “Could you tell me 
a little more about what you mean?”

Payoffs
 What are the needs that motivate 
members to give their time to union 
activities?
 For some people it is a need to 
build or maintain a sense of  self-es-
teem, to show off  their creativity, or 

receive recognition for their contribu-
tions. For others, the desire to volun-
teer is rooted in a need for connec-
tion, a need to be with and accepted 
by other people who share common 
values. And for still other people it 
may be a belief  that by volunteering, 
they are helping to ensure their job 
security or improve their wages and 
benefits. Whatever the need, it is im-
portant to make sure you understand 
it and be sure it is satisfied.

Asking For Help
 The first step in recruiting volun-
teers is to ask for help. To be effec-
tive, recruitment needs to be personal 
— done face-to-face and one-on-one. 
And then, remember the following 
three points:
 1. Ask people to do small, specif-
ic, manageable tasks with definite 
end points.
 If  a steward asked a member to 
help out by trying to get all her friends 
to come to the next union meeting, 
would she be likely to do it? Probably 
not. The task is too big and too vague 
— and she wouldn’t know where to 
start.
 It’s better to ask the member to 
contact five people over the next two 
days and bring them to the meeting. 
Or, ask her to provide the names of  
five people for the steward to contact. 
She’d be much more likely to accept 
the assignment. Why? Because:
  The member doesn’t have to 
spend any time thinking about the 
task or making decisions about who 
to approach; you’ve already made the 
job simple and clear.
  The task you’re asking the mem-
ber to undertake is relatively small 
and easy.
  The member will know when 
she’s done.
 That last reason is fairly impor-
tant. People need the sense of  accom-
plishment that comes from finishing 
a task, no matter how small it is. Ide-
ally, the task should have a number 
attached to it so people can measure 
their progress.
 If  you give members specific num-
bers of  people to contact, for exam-
ple, they’ll know when they’re half-
way done — and how much remains. 
The experience has been pleasurable 
in that way. They’ve accomplished 
something, and may want to do it 
again.
 2. If at all possible, give people a 
choice of tasks.
 The person who hates calling 
members on the phone may not mind 
stuffing envelopes. The person who 
feels uncomfortable handing out leaf-
lets may be great at writing a story for 
the newsletter. One person may want 
to be involved in decision making 

and planning the event, another may 
just want to be told what to do.
 3. Reward people.
 Maybe it sounds crude, but the 
fact is most people like to get paid 
for what they do, even volunteers. 
The payment may be the sense of  
pride from doing the right thing. Or 
for some, the payment could be pub-
lic recognition and a thank you at a 
union meeting. Or getting their pic-
ture in the union newsletter. Or a free 
union jacket.
 Instead of a perfunctory thank 
you to everyone who helped, spend 
some time thanking people individu-
ally.
 Be specific. Tell each member how 
his or her work is contributing to the 
overall goal. People work harder if  
they understand how they’re helping, 
and that other people are depending 
on them for the success of  the proj-
ect.

Recruitment Suggestions
 If  you’re asking a member to show 
up for the first time, or to do a task 
that’s unfamiliar, you need to be pres-
ent at that activity yourself. Your 
presence allows the volunteer to see 
someone familiar and allows you to 
demonstrate the kind of  behaviors 
you want others to follow.
 Encourage member-volunteers to 
ask questions of you. This is espe-
cially important if  what they are be-
ing asked to do is new or unfamiliar 
to them. Knowing that they can ask 
questions offers them reassurance 
and builds their confidence.
 If  you think it will help, don’t hesi-
tate to tell the member who else will 
be helping with the project. For some 
people it is the social relationships 
that inspire their desire to volunteer 

STEWARD’S CORNER: 

Recruiting And Keeping Volunteers
their time and talent.
 Have confidence in your ability to 
recruit volunteers. Be persuasive and 
turn “maybe” into a definite commit-
ment. Don’t take no for an answer 
without asking for a reason. And if  
you get a firm no, don’t take it per-
sonally; let the volunteer know that 
you will miss his help and that you 
will be asking for help again.
 Provide members with the train-
ing and necessary tools to success-
fully accomplish the task. Nothing 
succeeds like success, and if  you don’t 
provide the right training or tools you 
are setting yourself  up for a one-time-
only volunteer.
 Keep in touch with the member 
as the task moves toward comple-
tion. Check to see how it is progress-
ing. This helps you find problems as 
they appear and allows you to recog-
nize the member’s contributions as 
they occur. It also lets the member 
know that you will be holding her ac-
countable for her work.
 Allow member-volunteers to de-
velop a sense of ownership. Make 
them a part of  the planning process; 
ask for ideas and opinions. Let them 
have a real voice in shaping decisions.
 Recognize and find ways to reward 
the contributions that the members 
make. Reinforcing good work helps 
people want to contribute again.
 And finally, keep records on the 
volunteers. Note which projects 
they worked on and how much time 
they contributed. Keep track of  the 
members’ skills and note any new 
ones that may have been acquired as 
a result of  union projects. This way 
you can build a member-volunteer 
bank, which will come in handy the 
next time an important union project 
comes up.

 Appeal to their self-interest.

 Appeal for support of  a larger 
cause.

 Remind potential volunteers of  
skills or experience they have to 
contribute.

 Be honest about the work in-
volved.

 Recruit people from all sub-
groups.

 Start with specific, easy tasks, 
then gradually encourage greater 
involvement.

 Match volunteers to tasks based 
on their skills, interest, and time.

  Provide training for volun-
teers.

  Teach people how to get oth-
ers to share the work.

  Make it fun to participate.

  Point out every small victory 
to prove that involvement pays 
off.

  Recognize the work that vol-
unteers do.

  Check on people to see if  
they need help.

  Hold people accountable, 
and shift them to another assign-
ment if  the task isn’t getting done.

CHECKLIST FOR 
INVOLVING MEMBERS
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by Joyce B. Robinson, 
APWU National
Research & Education Director 
 Editor’s Note: The text in this ar-
ticle is taken from the Federal Emer-
gency Management Agency Website. 
For additional information on funeral 
assistance, visit FEMA’s Q&A page 
at fema.gov/disasters/coronavirus/
economic/funeral-assistance/faq.
 To help ease the financial stress 
caused by the COVID-19 pandemic, 
the Coronavirus Response and Relief  
Supplemental Appropriations Act of  
2021 and the American Rescue Plan 
Act of  2021, Federal Emergency 
Management Agency (FEMA) will 
provide financial assistance for CO-
VID-19-related expenses for funeral 
services and interment or cremation. 
In accordance with FEMA Policy, the 
applicant must be a U.S. citizen, non-
citizen national, or qualified alien 
who incurred funeral expenses after 
Jan. 20, 2020 for a death attributed to 
COVID-19 in the United States, in-
cluding the U.S. territories. Assistance 
is not available for U.S. citizens who 
died outside the United States.

Funeral Expenses Covered
 COVID-19 Funeral Assistance will 

assist with expenses for funeral ser-
vices and interment or cremation. Ap-
plicants may receive assistance for the 
funeral expenses of  multiple deceased 
individuals. Assistance is limited to a 
maximum amount of  $9,000 per fu-
neral and a maximum of  $35,500 per 
application. Expenses include:
  Transportation for two individu-
als to identify the deceased individu-
al;
  Transfer of  remains;
  Casket or urn;
  Burial plot or cremation niche;
  Marker or headstone;
  Clergy or officiant services;
  Arrangement of  the funeral cer-
emony;
  Use of  funeral home equipment 
or staff;
  Cremation or interment costs;
  Costs associated with producing 
and certifying death certificates, and
  Additional expenses mandated 
by local or state government laws or 
ordinances.

Information Required
 Applicants must provide the fol-
lowing information when contacting 
FEMA to register for assistance:
  Social Security number for the 

Funeral Assistance For COVID-19 Related Deaths
applicant and the deceased individu-
al;
  Date of  birth for the applicant 
and the deceased individual;
  Current mailing address and tele-
phone number for the applicant;
  Location/address where the de-
ceased individual passed away;
  Burial or funeral insurance poli-
cies, and
  Routing and account number of  
the applicant’s checking or savings 
account (for direct deposit, if  request-
ed).

Documentation Needed
 Also, FEMA will need the docu-
mentation listed below to register for 
assistance:
  A copy of  the death certificate 
and proof  of  funeral expenses in-
curred. The death certificate must in-
dicate the death was caused by, “may 
have been caused by” or “was likely 
a result of ” COVID-19 or COVID-
19-like symptoms.
  Documentation for expenses (re-
ceipts, funeral home contract, etc.) 
must include the applicant’s name as 
the person responsible for the expense, 
the deceased individual’s name, the 
amount of  funeral expenses, and that 

funeral expenses were incurred after 
January 20, 2020.
  Proof  of  funds received from 
other sources used for funeral costs. 
COVID-19 Funeral Assistance may 
not duplicate benefits received from 
burial or funeral insurance or finan-
cial assistance received from volun-
tary agencies, government programs 
or agencies, or other sources. Assis-
tance will be reduced by the amount 
of  other assistance the applicant re-
ceived for the same expenses.
  Life insurance proceeds are not 
considered a duplication of  funeral 
assistance benefits.

How to Apply?
 No online applications will be ac-
cepted. For assistance contact the CO-
VID-19 Funeral Assistance Helpline 
at 1 (844) 684-6333 or TTY at 1 (800) 
462-7585. FEMA representatives as-
sist in completing applications, Mon-
day – Friday from 9 a.m. to 9 p.m. 
Eastern Daylight Time. If  you receive 
a telephone call or email, and doubt 
that it is from a legitimate FEMA 
representative, report it to the FEMA 
Helpline. Do not disclose information 
such as the name, birth date or Social 
Security numbers to unknown sources.

Prepare Death Benefits For Postal Spouses
by Yoggi Riley 

Recently, I was summoned to help 
the spouse of  a former coworker that 
had passed away. 

She was an emotional wreck, as 
could be expected, but fortunately her 
husband’s paperwork was in order 
for her and he had all the info ready 
for her. We went over the steps and 
I thought it needed to be shared with 
others. 

Notify the U.S. Office of  Person-
nel Management (OPM). This can be 
done by phone, online or in writing. 
How to report the death of  a deceased 
annuitant to OPM: 

Visit https://www.serviceson-
line.opm.gov/ and click on “Report 
an Annuitant Death”. This will link 
you to an online form to complete and 
submit or send an email to retire@
opm.gov. You can also call OPM at 
888-767-6738. 

 1. Notify the bank where annuity 
payments are deposited. Any annuity 
payments deposited after the date of  
death will be returned to OPM. 

 2. Obtain enough death certificates 
for your needs from the mortuary. 

 3. Notify the retired member’s lo-
cal union or local retiree chapter. 

 4. If  the retiree was a veteran, noti-
fy the Veterans Administration at 800-
827-1000. (Monday through Friday, 
8:00 a.m. to 9:00 p.m. ET) 

 5. Call the Social Security Admin-
istration at 800-772-1213. 

 6. Notify insurance companies 
(life, health, home, automobile etc.). 

 7. If  the retiree had health insur-
ance through any FEHB plan, the 
OPM will inform the health plan. 
When a spouse is entitled to survi-
vor benefits, he or she will continue 
to receive health insurance through 
the FEHB as long as he or she was 
covered under their spouse’s FEHB 
plan at the time of  death and there is 
some survivor benefit taken at retire-
ment. The health plan will automati-
cally change to self  only unless there 
are minor dependents and switched 
to the surviving spouse’s name.

 8. If  the retiree participated in the 
Thrift Savings Plan, contact the TSP 
at 877- 968-3778. 

 9. If  the spouse of  a retiree passes, 
the annuitant notifies OPM and steps 
will be taken to return the annuitant 
to full retirement payments.                

— Newscaster

Have the following info ready in the event of  retiree’s passing: 

SURVIVOR BENEFIT INFO TO KEEP ON HAND 

Retired member’s full name: ____________________________________

CSA (claim) number: __________________________________________

Date of  birth: _____/_____/______  Social Security ______-_____-_____

Federal Employees’ Group Life Insurance Yes___ No___ 

If  yes, amount: $____________________ 

If  yes, beneficiary: _____________________________________________

The Survivor:

Survivor’s full name: ___________________________________________

Relationship to deceased* ______________________________________

*If  spouse, is spouse entitled to a survivor annuity? Yes____ No____

If  yes, enter monthly amount: $_________ 

Date of  birth: _____/______/_______   Social Security _____-_____-____

Phone#:________/________/_________

Email address, if  applicable:______________________________________

Minor/Disabled/Student Children:

Name: _______________________

SSN: _______-_______-_________

Date of  birth: _____/____/______

Name: _______________________

SSN: _______-_______-_________

Date of  birth: _____/_____/_____

Name: _______________________

SSN: _______-_______-_________

Date of  birth: _____/____/______

Name: _______________________

SSN: _______-_______-_________

Date of  birth: _____/_____/_____



October, 2021 Iowa Postal Solidarity ●  IOWA POSTAL WORKER Page 11

 As just about anyone who has 
ever tried to organize their work-
place can attest, the deck is stacked 
against them. It’s the rare employer 
who voluntarily recognizes its em-
ployees’ efforts to join together, 
meaning that workers must fight for 
their rights in an arena that offers 
few penalties for anti-union employ-
ers and considerable risk for the em-
ployees. This imbalance, says EPI, 
is due in large part to weaknesses in 
the National Labor Relations Act.
 “It is a cruel irony that the two 
laws most important to workers be-
ing able to join together to protect 
their health and safety on the job—
the National Labor Relations Act 
and the Occupational Safety and 
Health Act—are the two labor and 
employment laws with the weakest 
anti-retaliation protections,” write 
EPI’s Lynn Rhinehart and Celine 
McNicholas.
 When President Franklin D. Roo-
sevelt signed the NLRA into law in 
1935, he stated that, “A better rela-
tionship between labor and manage-
ment is the high purpose of  this Act. 
By assuring the employees the right 
of  collective bargaining, it fosters 
the development of  the employment 
contract on a sound and equitable 
basis.” At a time of  high economic 
uncertainty and labor strife, this was 
an attempt to establish labor peace 
by leveling the playing field. And it 
worked. With passage of  the NLRA, 
also called the Wagner Act after the 
New York senator who spearheaded 
its passage, union membership in-
creased as did productivity, wages 
and improved working conditions.
 In the decades since, however, 
the NLRA has been repeatedly 
weakened, and with it union mem-
bership. Despite nearly half  of  all 
working people saying they would 
join a union if  they could, less than 
12% actually belong to one. This 
disconnect between what workers 
want and what they actually have 
is because of  the unequal playing 
field created by anti-worker laws 
and policies that allow employers 
to get away with undermining their 
employees’ right to organize.  
 According to EPI’s analysis, fun-
damental flaws in the NLRA make 
it significantly weaker than other 
labor laws with regard to anti-re-
taliation protections. As a result, it 
fails to provide an effective deterrent 
against employer retaliation—an 
all-too-common occurrence in orga-
nizing campaigns.
 As the authors note, employers 
face no monetary penalties for il-
legally retaliating against workers 

who exercise their rights, nor do 
workers receive compensatory dam-
ages when they’re illegally fired. 
And those who are illegally fired 
don’t get their jobs back while their 
cases are pending, meaning they 
can be out of  work and losing pay 
for months or even years. If  they do 
get reinstated, deductions are taken 
out of  the back pay they receive. For 

workers who want to pursue their 
anti-retaliation case, their only re-
course is through the National La-
bor Relations Board, which is often 
slow or fails to act at all.
 By contrast, anti-retaliation whis-
tleblower provisions in other laws, 
such as the Occupational Safety 
and Health Act, provide for mon-
etary damages to workers for the 
harm they experience, as well as 
attorneys’ fees to compensate the 
worker’s legal representation. The 
NLRA does not. And many other 
employment laws – though not the 
OSH Act – allow workers to pursue 
their case before an administrative 
agency or federal court if  the rel-
evant agency fails to act.
 With regard to the OSH Act, the 
coronavirus has laid bare its defi-
cits. As a separate EPI report noted, 
workers have the right to file a com-
plaint with the Occupational Safety 
and Health Administration, the 

agency born out of  the Act, if  they 
feel their working conditions are 
unsafe. And yet, despite receiving 
more than 9,000 such complaints 
by September 2020, OSHA closed 
more than 80% of  them and opened 
just 199 investigations. And while 
OSHA does have whistleblower pro-
tections, they involve lengthy court 
proceedings and don’t give workers 

a right to sue their employers on 
their own.
 “Many workers still do not have a 
meaningful right to refuse to accept 
dangerous assignments or protect 
themselves when they accept those 
assignments,” said report author Ann 
Rosenthal. “These structural imbal-
ances are amplified by the fact that 
many of  the most dangerous jobs in 
this economy are disproportionately 
held by some of  the most vulnerable 
and lowest-paid workers.”
 The solution, says EPI, is the 
PRO Act. It’s been called the most 
significant piece of  labor legisla-
tion in decades with more than 30 
proposed changes to existing law. 
Among those proposed reforms are 
increased protections against em-
ployer retaliation. Workers would 
have access to full back pay without 
deductions for time out of  work, 
front pay if  reinstatement is not 
feasible, consequential damages to 

The Limits Of Labor Law – And 
How The PRO Act Can Fix It

compensate for harm caused by the 
violation, and double the amount of  
back pay as liquidated damages.
 The PRO Act also directs the 
NLRB to seek preliminary reinstate-
ment of  workers when they file re-
taliation charges and the board finds 
reasonable cause to believe that a vi-
olation occurred. The board would 
also have to prioritize such cases. 
If  an agency does fail to act in a 
timely manner, the PRO Act further 
establishes the right for workers to 
seek justice in federal court. In such 
circumstances, the courts would be 
authorized to award back pay, front 
pay, liquidated damages, conse-
quential damages, punitive damages 
and attorneys’ fees to workers who 
prevail, similar to provisions in most 
other anti-retaliation and modern 
whistleblower statutes.
 The landmark labor legislation 
would also streamline the election 
process – bringing back changes en-
acted by the Obama administration 
that were rolled back by the Trump 
Labor Department – ban captive 
audience meetings, call for media-
tion and arbitration if  an employer 
doesn’t commit to a first contract, 
and do away with right-to-work 
laws, among numerous other im-
provements.
 The PRO Act passed the House 
of  Representatives in March and has 
the support of  President Joe Biden, 
as well as a majority of  likely vot-
ers according to a new poll, but has 
stalled in the Senate.
 “The coronavirus may have 
pulled back the curtain on the pre-
cariousness of  far too many working 
families, but these problems pre-date 
2020,” said International President 
Lonnie R. Stephenson. “Passing 
the PRO Act would reinvigorate the 
right to bargain collectively, which 
has long been under attack, and re-
store balance and prosperity to not 
just the economy, but the lives of  
working people everywhere.
 “We need you to call your sena-
tors and tell them the PRO Act is the 
right solution for working families.”

Executive Paywatch
  In 2019, CEOs of S&P 500 companies received, on 
average, $14.8 million in total compensation.

  The average S&P 500 company CEO-to-worker pay 
ratio was 264-to-1.

  The imbalance in our economy between the pay of 
CEOs and working people continues to be a problem.
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continued on page 14

CEOs Were Paid 351 Times As 
Much As A Typical worker in 2020

 What this report finds: Corporate 
boards running America’s largest 
public firms are giving top execu-
tives outsize compensation packages 
that have grown much faster than 
the stock market and the pay of  typi-
cal workers, college graduates, and 
even the top 0.1%. In 2020, a CEO 
at one of  the top 350 firms in the 
U.S. was paid $24.2 million on aver-
age (using a “realized” measure of  
CEO pay that counts stock awards 
when vested and stock options when 
cashed in rather than when granted). 
This 18.9% increase from 2019 oc-
curred because of  rapid growth in 
vested stock awards and exercised 
stock options. Using a different 
“granted” measure of  CEO pay, av-
erage top CEO compensation was 
$13.9 million in 2020, slightly below 
its level in 2019. In 2020, the ratio 
of  CEO-to-typical-worker compen-
sation was 351-to-1 under the real-
ized measure of  CEO pay; that is up 
from 307-to-1 in 2019 and a big in-

crease from 21-to-1 in 1965 and 61-
to-1 in 1989. CEOs are even making 
a lot more than other very high earn-
ers (wage earners in the top 0.1%) 
— more than six times as much. 
From 1978 to 2020, CEO pay based 
on realized compensation grew by 
1,322%, far outstripping S&P stock 
market growth (817%) and top 0.1% 
earnings growth (which was 341% 
between 1978 and 2019, the latest 
data available). In contrast, compen-
sation of  the typical worker grew by 
just 18.0% from 1978 to 2020.
 Why it matters: Exorbitant CEO 
pay is a major contributor to rising 
inequality that we could safely do 
away with. CEOs are getting more 
because of  their power to set pay and 
because so much of  their pay (more 
than 80%) is stock-related, not be-
cause they are increasing their pro-
ductivity or possess specific, high-de-
mand skills. This escalation of  CEO 
compensation, and of  executive 
compensation more generally, has 

fueled the growth of  top 1.0% and 
top 0.1% incomes, leaving less of  the 
fruits of  economic growth for ordi-
nary workers and widening the gap 
between very high earners and the 
bottom 90%. The economy would 
suffer no harm if  CEOs were paid 
less (or were taxed more).
 How we can solve the problem: 
We need to enact policy solutions 
that would both reduce incentives 
for CEOs to extract economic con-
cessions and limit their ability to 
do so. Such policies could include 
reinstating higher marginal income 
tax rates at the very top; setting cor-
porate tax rates higher for firms that 
have higher ratios of  CEO-to-worker 
compensation; use of  antitrust en-
forcement and regulation to restrain 
firms’ — and by extension, CEOs’ 
— excessive market power; and al-
lowing greater use of  “say on pay,” 
which allows a firm’s shareholders 
to vote on top executives’ compensa-
tion.

Clerk Work Is Still Clerk Work
by Travis West 

Contrary to what you might have 
been told by your local manage-

ment, clerk work is still clerk work. 
Have we made agreements with 
the Postal Service concerning CO-

VID-19 absences? Yes. Does that 
agreement allow management to 
just give our work away anytime 

they want? NO. If  you are in a level 
18 office and no one in your office is 
on COVID-19 leave, then the post-
master is still limited to 15 hours a 
week of  clerk work. If  you are in a 
level 20 or above office and no one 
in your office is on COVID leave, 
then they CANNOT use COVID-19 
clerk assistants. 

You may or may not be aware of  
the Postal Services desire to reduce 
office hours. They plan to do this 
by closing offices for lunch, open-
ing later, and closing earlier. Do not 
wait for this to happen before try-
ing to stop it. Act Now! Talk with 
your customers; urge them to con-
tact their local, state, and federal 
government representatives. This is 
especially important in our small-
town offices. The Postal Service will 
be starting there. 

They will be doing this under the 
guise of  saving the Postal Service 
money. Why are they really doing 
this? Different people have differ-
ent opinions on this. Since I am 
writing this article, I will give you 
mine. The Postal Service is repeat-
edly voted the most trusted federal 
agency. If  you want to privatize the 
Postal Service, then first you must 
turn the people against us. A great 
place to start this process is cutting 
hours. Do not let them turn the 
people we are here to serve. FIGHT 
BACK! 

Source: Evergreen State Postal Worker

by Becky Livingston
 “I think it’s time to come together. You 
and I can make a change.
 “Maybe we can make a difference, 
make the world a better place.
 “Look around and love somebody. 
We’ve been hateful long enough.”
 These are just a few of  the words 
to one of  my favorite song, “UNDI-
VIDED” by Tim McGraw and Tyler 
Hubbard. If  you get a chance, please 
take some time to listen to this song. 
This song can apply to everything the 
country is facing, but really applies to 
what is happening in the workplace 
every day.
 Right now, the United States Postal 
Service is facing challenges like we 
have never seen. Postmaster General 
DeJoy is restructuring and reduc-
ing management positions, which is 
prompting retirements of  experienced 
supervisors. This is forcing manage-
ment to rely on inexperienced Form 
50 supervisors and 204-Bs.
 This leads me into why I felt as 
though I needed to say how important 
it is for everyone to make sure we treat 
each other with dignity and respect on 
the workroom floor; flat out just come 

together to make work a better place. 
You are the only ones who can help 
make that change.
 It doesn’t matter if  you are taking 
direction from a supervisor or talking 
with a co-worker. The zero tolerance 
policy was put in place for a reason. 
It must be adhered to by all postal 
employees, not just some. Last time 
I checked, a supervisor or a 204-B is 
considered a postal employee. The 
union has been addressing one inci-
dent at a time, but just like the griev-
ance system, it can take time to get 
issues resolved. That’s why it is im-
portant for us to all get along in order 
to have a hostile free work environ-
ment.
 Over the last few months, we have 
seen a rise in emergency placements 
due to physical and verbal assaults be-
tween co-workers.
 It is postal policy that both parties 
be placed in an off-duty LWOP status 
until the alleged incident can be in-
vestigated. Management then solicits 
statements from co-workers who were 
witnesses to the alleged incident. If  
you’ll notice I continue to say alleged 
because from my experience there are 

always two sides to every story and 
then the complete truth falls some-
where in the middle.
 Management relies on witness 
statements to determine if  or when 
the parties are even brought back 
to work. Every time I hear some-
one say they were the victim, I have 
only one response: If  you engaged in 
the conversation that escalated into 
something egregious enough to being 
put off  the clock, you were no lon-
ger considered the victim. It is never 
easy to walk away or to let someone 
physically or verbally assault you, 
but there are a lot more success sto-
ries for employees who attempted to 
walk away and didn’t engage being 
brought back to work and receiving 
back-pay than the employee who was 
seen as the aggressor. Co-workers are 
stepping up to write statements and 
working with management in order 
to help co-workers lose their jobs. 
These statements most often not only 
address the alleged incident, it will 
cover things that have happened over 
the last 10 years. The union represents 
both parties as fairly and equitably as 
we can based on the facts as they are 

Can’t We All Just Get Along?
presented about the current incident. 
Please keep this in mind as you write 
statements against co-workers. Bot-
tom line; it is management’s respon-
sibility to make sure you are working 
in a hostile free and safe work envi-
ronment. If  an employee is displaying 
unacceptable behavior, there are tools 
in place for management to use. It is 
not the responsibility of  co-workers to 
help management issue discipline. All 
you can do is treat others the way you 
want to be treated. IT IS GOING TO 
TAKE ALL OF US TO COME TO-
GETHER TO MAKE A CHANGE!
 On behalf  of  the officers and stew-
ards I would like to say we thank you 
for your continued support and we 
appreciate your membership in the 
APWU. I have always encouraged 
members to request a steward if  you 
see a contractual violation or have an 
issue. The officers and stewards are 
also available at the Union Hall if  you 
have questions and concerns. All I am 
asking is that you treat your officers 
and stewards with the same dignity 
and respect that you expect. Phone 
calls that begin with yelling, the use 
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September 21st, — 22nd, 2021
 Call to Order: Tuesday September 
21st, 2021, 1:30 pm – 4:00 pm; 
Wednesday September 22nd, 2021, 
08:00 President Rob Moyer presiding.
 Roll Call: Members signed in.
 Treasurer’s Report: Flowers were 
for Kirsten Vandervort father’s funeral; 
Retirement Gift Melissa Farhat. Regular 
Monthly Expenses. Due to COVID 
there has been no travel/convention 
expenses 2020 – 2021. Local Officer 
Salaries have not been raised in about 
26 years.
 Membership: MVS VOA Eric 
“Chris” Lindberg lost his life in an 
accident on his commute home. The 
Local extends the deepest sympathy to 
his family; MVS VOA Alan Harding 
retired. Clerk Melissa Farhat retired. 
Congratulations to the retirees!
 Officers Reports: President 
Rob Moyer reported. The National 
contract has continued in effect with 
contract “stop the clock” status while 
negotiations have not yet yielded a 
final proposal stage. Rob expressed 
confidence in the National negotiations 
noting NBAs Dave Sarnacki and Jason 
Treier from Maintenance and Lamont 
Brooks National Clerk Craft Director 
were extremely capable. Rob was under 
the impression the contract resolution 
would not be as lengthy as the last one 
which took from Sept. 4, 2018 – March 
10, 2020 to finalize arbitrator Goldberg’s 
award. The Hawkeye District has been 
combined with districts in Nebraska 
and South Dakota and is now the IA-
NE-SD district. An area operations 
manager Pivovar is reportedly 
personally pressuring individual line 
supervisors and MDOs to go after 
specific employees for attendance. Rob 
has been informed that employees 
whose absence is COVID related may 
not have those absences be subject to a 
discipline. Several employees have had 
COVID recently with 1 known to be 
currently hospitalized. 
 Maintenance Craft Report: Rob 
Moyer reported management has been 
assigning custodians to other tours to 
cover work pending hiring / vacancy 
filling. Some will be transferring in to 
take custodial jobs. Management has 
backed off the 12 mandatory work day 
requirement for custodians. 12 hours is 

Local 7027 Meeting Minutes
only for those who wish to work 12. The 
parcel support annex has not been fitted 
with the equipment so far. The NDC 
custodians currently go over to clean the 
restrooms. The Annex hours are Line 
H compatible. Management claims the 
proposed independently automated 
robot units will be for NMOs only. The 
word on Robot maintenance so far is 
maintenance will handle the Robot 
battery service work. Management is 
issuing attendance related disciplines. 
FMLA conditions will provide some 
shielding from discipline for employees 
with conditions FMLA applies to. 
When there are removals, those cases 
go to the top of the Arbitration Docket. 
Other disciplines for attendance are 
frequently resolved without arbitration. 
Rob noted 2018-2019-2020 Line H cases 
have not been settled. The expectation 
is management does not want to settle 
them until arbitrations have been 
scheduled. The COVID circumstances 
have delayed arbitration hearings 
significantly. Settlements are expected 
when they schedule arbitrations as 
management knows the NDC cases are 

difficult for management to win and 
they don’t want a series of arbitration 
awards in the union’s favor. Several 
Maintenance Contract Provisions are 
still in dispute: Fully staffed language 
status has not been resolved. Hiring 
Registers have not been filled with 
candidates, so hiring gets delayed 
pending application compilation and 
processing. Rob has continued to 
review management claims of meeting 
Line H compliance to find improperly 
designated hours. A 204b 
 Clerk Craft Report: Rob Moyer 
and Clerk Craft Director Cyndi Miller 
reported 1 PSE clerks resigned and 
2 PSE clerks were separated in their 
90 day window. Quarterly PSE Tour 
Preffing has been conducted and will 
be finalized September 23rd for the 
next Quarter Year October through 
December. It is expected to see several 
more PSE conversion to full time with 
some clerk retirements pending. 1 
NDC clerk detailed to 204b supervisor 
at the MPO has been promoted to full 
time supervisor which will create a 
vacant Tour 2 clerk duty assignment 

at the NDC. Rob has been consulting 
with the National Officers to determine 
the level of clerk craft assignments 
appropriate for the Parcel Support 
Annex processing operation. There is 
no machinery installed in the Annex at 
this time. 
 Motor Vehicle Service: A VOA 
who has been 204b Supervisor has been 
promoted to full time supervisor which 
will open up a full time Tour 3 VOA 
craft assignment along with the VOA 
assignments of a full time Tour 3 VOA 
who retired and a full time Tour 1 VOA 
who unfortunately passed away.
 September 2021 Drawing:
 September T – Shirt Winners: 
Jacob Yanske, and Frank Sample;
 September Cup Winner: Matt Bartz 
and Will Davis;
 September Plant Cup Winner: Sue 
Seo
 September Door Prize: $60.00 
Name Drawn – Chico Maluilo – Not in 
attendance. 
 Recess: 14:15 & 16:10
 Adjournment: Wednesday 08:49 
am.

by April J. Johnson 
 Union brothers and sisters, as 
we enter the second half  of  2021 I 
would like to discuss those outside 
the clerk craft performing clerk du-
ties and what we as the union can do 
to combat the loss of  bids and clerk 
work hours. It has become a grow-
ing theme in stations and branches 
that due to management’s decision 
to revert bids upon vacancy, man-
agement will then attempt to have 
carriers and/or management offi-
cials perform clerk work (i.e. sorting 
parcels, sorting letters, flats, UBBM, 
etc).
 There are limited instances that al-
low for management to perform clerk 
work, Article 1.6(a) prohibits supervi-
sors from performing bargaining unit 
work at post offices with 100 or more 
bargaining unit employees, except:
 1. In an emergency
 2. For the purpose of  training or 
instruction of  employees

Bargaining Unit Work And You
 3. To assure the proper operation 
of  equipment
 4. To protect the safety of  employ-
ees; or
 5. To protect property of  the USPS.
 As we all know, management 
hardly ever trains anyone (can’t train 
someone when you don’t know the 
answer) on the operation of  equip-
ment . . . well I will leave that for an-
other article; and for the safety of  em-
ployees, which is not always at the top 
of  management’s list of  priorities; and 
an emergency is of  a nonrecurring na-
ture, and limited staffing is always an 
issue. All of  the aforementioned rea-
sons rarely happen within stations, 
it’s mostly a staffing issue. Many of  
you have also been lead to believe that 
CCAs (city carrier assistants) are al-
lowed to sort parcels or perform other 
clerk duties when distribution will 
be “late.” This is false! Management 
desiring for the carriers to get to the 
street at a certain time, is no valid rea-

son to reassign clerk work to the car-
rier craft.
 Article 7.2 does allow for the com-
bination of  duties (i.e. crossing crafts) 
for particular reasons which manage-
ment never meets because they don’t 
know or care about the criteria. It is 
also being told to clerks that carriers 
can perform clerk duties (specifically 
UBBM) when the carrier has an on 
the job injury, that is also false. UBBM 
is a clerk function, all day every day, 
and should not be done by a carrier at 
any time for any reason. We as union 
members have to file grievances on 
these issues to protect our jobs. Filing 
bargaining unit work grievances is a 
crucial tool that the union utilizes to 
justify the bids within a station when 
management attempts to revert a va-
cant bid. If  you have observed man-
agement or carriers performing our 
work, please request a steward from 
management immediately. Remem-
ber, we are in this together! — Press On
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of  foul language and disrespect never 
go well. We can only address issues 
if  they are presented in a respectful 
way. Conversations and phone calls 
will be ended with “thanks for calling 
and have a good day” every time the 
conversation starts to take a turn for 
the worst. I will let members talk dis-
respectfully for only a few minutes be-
fore the conversation is ended. Under 
my direction I have told stewards that 
I do not expect them to take verbal 
abuse from our members. They are 
there to help you in any way they can, 

continued from page 12

Can’t We All Just Get Along?
but dignity and respect goes a long 
way in getting your issues resolved. 
We cannot investigate or resolve com-
plaints if  WE ALL CAN’T JUST 
GET ALONG!
 I hope everyone has a fun and safe 
summer. While the number of  daily 
reported positive COVID-19 cases 
continue to decline, we must continue 
to follow Postal Service guidelines 
and properly social distance and wear 
masks within postal facilities. As the 
union receives updated information 
we will keep you posted.    

— Press On

by Scott Hoffman, 
Boston Metro Area Local 
 Once again the Union is caution-
ing employees to pay attention to and 
take control of  your 3971s. These 
forms are your requests or notifica-
tions for absence – not management’s. 
It’s your leave, and your business; and 
should not be left up to the Service 
which, more often than not, has a 
conflict of  interest with your needs. 
 We get lazy with the automated 
call-ins. We get trusting of  manage-
ment. Then we suffer the consequenc-
es. If  you return, and the slip does not 
indicate what you requested, or has 
some remarks that you do not agree 

Watch Your 3971’s 
with or doesn’t apply, DON’T SIGN 
IT. Make a new one out and submit 
that. Put in applicable comments in 
the remarks section. It is especially 
important now. 
 In my 34 years, I have never seen 
management more greasy with em-
ployee leave, wrong leave given out, 
no leave given out, distorted reasons 
written in the remarks section, etc. 
If  there is a problem, your signature 
on these defective slips makes ev-
erything harder or impossible to fix. 
Check your slips, make sure they are 
returned and correct. We do it on the 
clock, so you are actually being paid 
to make sure you are being paid. 

 It is sheer laziness, or blind trust 
that, I assure you, you will pay dearly 
for, when you don’t take control of  
your own leave, reasons for, and pay. 
Demand the 3971 slips back, check 
them for accuracy. Fill out new ones 
to correct. Any problems, ask for a 
steward. If  you don’t, you will be vic-
timized for not acting diligently, and 
securing your rights, leave and pay. It 
seems trivial . . . until it happens to 
you. It is always easier to fix sooner, 
than have to reverse after the fact, 
once you have let management distort 
reality with their rendition of  your 
leave notifications. 

— The Communicator

by Jim Gabe
 How many times have you – 
thought (or said) these words about 
an injured coworker? “But . . . you 
don’t look sick.” 
 I will be the first to admit that, 
yes, I’ve thought and said these 
things about a cowork-
er. It’s not right. I knew 
it wasn’t right. But . . . 
I did it anyway, to my 
everlasting shame. But 
then it happened to ME 
I got injured, at work. 
 Despite the fact that 
I was limping, noth-
ing seemed to stop the 
negative thoughts and 
words from streaming my way. 
 It is bad enough when a super-
visor has this attitude, but that is 
not surprising, since most already 
believe we are overpaid and under 
worked. A Global Pandemic has 
done nothing to change this attitude. 
 But it really hurts when your 
coworkers suddenly seem to turn 
on you. Words aren’t necessary. A 
glance, a look, tells you all you need 
to know. 
 For the injured coworker, who 
feels scared and abandoned by co-
workers and management alike, that 
is the most stressful part. Besides be-
ing injured and in pain, you sudden-
ly have a hostile work environment 
to deal with. 
 In my case, I had been a Steward 
for a while, so I was no stranger to 
management’s bad mouthing and 
delaying tactics. 
 But for most of  us, the extra stress 
that comes with being injured is a 
big shock. Without the support and 
understanding of  your coworkers, 
the road to full recovery and healing 
can be a long one. 
 First, please stop judging anyone 
who says they are injured. Num-
ber one, it is none of  your business. 
Number two, you are in no posi-
tion to really know if  they are tell-

But . . . You Don’t Look Sick! 
ing the truth or not. That means, 
you ought to accept their statement 
at face value. If  the person is lying, 
they will be caught, eventually, and 
it will not be good for them. So . . 
. keep your opinions to yourself. 
Number three, do not complain if  

you, personally, have to work a little 
bit harder to make up the slack. If  
you are working harder, that means 
management is doing nothing to 
help you, like calling in overtime, or 
adding another job. It is not the fault 
of  your injured coworker that you 
are working harder. You are blam-
ing the wrong thing. Management is 
making you work harder, not your 
injured co-worker. Number four, re-
member the Golden Rule:”Do unto 
others as you would have them do 
unto you.” That is not hard to un-
derstand, is it? It means, simply, “if  

you do not want to be treated badly, 
then do not treat others badly. “ 
 You are not God. You do not 
know all the facts. You do not know 
the complete attendance record of  
your coworker; therefore, you are in 
no position to judge. Remember that 

one day you may be the 
one injured. 
 Most of  us will nev-
er get hurt on the job t 
thank God. But if  you 
do . . . First, notify your 
Union immediately. 
Call, leave a message, 
if  necessary. Someone 
will you back within 24 
hours. If  you do not get 

called back, call again! 
 Second, DO NOT WAIT. The 
longer you wait to take action, the 
more difficult your case will be to 
get resolved in your favor. Waiting 
will hurt you more, not less. Waiting 
makes it look like you are lying, pre-
cisely because you waited too long 
to say something. 
 Your Union, the APWU, is here 
for you. We have got your back. Use 
us. Don’t wait. Call us first. Don’t 
ask your supervisor. We will be your 
only friend if  you get hurt. 

— The Spectrum
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by Alec Gebelein
 Unions are important to Ameri-
can Society because unions strive to 
bring economic equality, fair wages 
and justice to the workplace and 
thereby social justice to our nation. 
Unions are the workers’ voice. To-
day’s standards for education, skill 
levels, wages, working conditions, 
and quality of  life have been set by 
workers in unions. Unions are large-
ly responsible for the federal pro-
tections todays workers enjoy. The 
right to minimum wage, overtime, 
safe workplace, and diversity in the 
workplace were and continue to be 
championed by unions. All workers 
today enjoy a work life balance that 
was influenced by Unions.
 Unions began forming in the 
mid-19th century in response to 
the social and economic impact of  
the Industrial Revolution. Employ-
ers use of  the practice of  “welfare 

capitalism” made it difficult to leave 
an employer. Under this practice, in 
addition to pay, an employer would 
provide a range of  housing, educa-
tion, social assistance, company 
Doctor care and other programs to 
meet the production goals. This led 
to workers not fully complying with 
safety procedures to make produc-
tion goals. Strong union organiza-
tion was necessary to prevent em-
ployer retaliation against workers 
who acted aggressively to preserve 
their health and safety.
 Unionized employees negotiated 
what is now the standard 8-hour 
workday. Unions helped craft the 
Fair Labor Standards Act of  1938 

that gave workers the right to a min-
imum wage, and time-and-a-half  
overtime pay if  employers asked 
people to work over 40 hours a 
week. The Occupational Safety and 
Health Act of  1970 that secured new 
federal protections for U.S. workers 
was also Union sponsored.
 A 2018 study in the Economic 
History Review found that the rise 
of  the labor unions in the 1930s and 
1940s was associated with a reduc-
tion in income inequality. Today 
I the United States union workers 
average 10-30% higher pay than 
non-union. Today many employers 
are trying to shed responsibility for 
providing health insurance, pension 

The Importance Of Unions To American Society 
coverage, reasonable work hours 
and job safety protections. Worker’s 
jobs and incomes are less secure 
through downsizing, part-timing, 
contracting service and sending jobs 
offshore.
 Unions are important to Ameri-
can society because they have set 
standards that protect all workers 
from inequality in the workplace. 
Fair wages, benefits, working condi-
tions and hours started with unions. 
As the workplace changes, work-
ing people need the collective voice 
unions provide to continue the work 
of  fair wages, safety, diversity, and 
fairness in the workplace.               

   — The Bay Breeze

of  2020, my mom and I unexpect-
edly fell ill with Covid-19. With the 
support of  the APWU, my mom was 
protected to take off  work and still re-
ceive pay during such unprecedented 
times. She was able to take off  for the 
guaranteed two weeks and any other 
time she needed while she received 
from Covid. While growing up, like 
any other kid, I experienced quite a 
few mishaps. Like breaking my arm 
while ice skating, allergic reactions, 
and the common cold. With my dad 
having two jobs as a real estate agent 
and a waiter at a local restaurant, my 
mom was the only person available 
most of  the time to take care of  me. 
She was able to take off  work, bring 
me to the hospital if  needed, and be 
there for me with chicken noodle 
soup.
 In summary, the history of  labor 
unions, the change in work environ-
ments, and my personal relationship 
with a member in a labor union have 
all positively impacted many lives 
across the United States, including 
my own. This paper is just about 
my story on how labor unions have 
personally affected my life; however, 
there are thousands of  other kids just 
like me with similar stories. I will for-
ever be grateful for the people who 
ought for the importance of  labor 
unions and everything that comes 
with it. If  it wasn’t for previous gen-
erations who built our labor unions, 
the lives of  many Americans would 
be drastically different. I am grateful 
for the foundation they laid and that 
my family and I have benefitted from 
the support of  my mother’s union. 

— The Bay Breeze

continued from page 8

 Why Unions Are 
Important To Me . . . 
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Negotiations With USPS 
And Private Sector

by Steve Brooks, APWU National
Director, Support Services Division
 Negotiating new and successor col-
lective bargaining agreements during 
this COVID-19 period has proved to 
be very challenging. The Support Ser-
vices Division has had multiple con-
tract negotiations going on simultane-
ously over the past several months. At 
the time of  the writing of  this article, 
we have completed the non-economic 
articles of  an initial collective bargain-
ing agreement for our newest group of  
APWU represented bargaining unit 
employees at the Human Resource 

Shared Service Center (HRSSC) in 
Greensboro, NC.
 Negotiations for the economics are 
just beginning. This will prove to be a 
challenging process. I believe it may be 
the first time for the APWU to have to 
restructure a pay schedule from an EAS 
scale and create a bargaining pay sched-
ule to put the employees into.
 We have been in negotiations with 
the Postal Service for a successor agree-
ment for the Information Technology/
Accounting Services units since June 
of 2020. We believe that an agreement 
on the non-economic issues is close and 

will be entering into the economic talks 
for this agreement soon.
 We have an unusual situation regard-
ing one of our private sector collective 
bargaining agreements. We represent 
workers employed by a company called 
Hollingsworth LLC. The company is 
contracted by the Postal Service to per-
form Mail Transport Equipment Ser-
vice Center (MTESC) work.
 The collective bargaining process for 
these agreements is different in a sense 
when compared to the process we have 
in place for our APWU postal contracts. 
The negotiation process itself  is similar 

in that the parties get together and pro-
pose and counter-propose changes to 
the successor agreement. This process 
was done, and the negotiating teams 
came to an agreement on the terms of  
the successor agreement.
 The next step illustrates the dif-
ficulty in negotiating in the times of  
COVID-19 and social distancing. We 
made the decision to conduct a Zoom 
conference to go over the terms of the 
agreement with the members in that 
unit. Unfortunately, not many mem-
bers were on the call. Also shortly after 
negotiations finished, a worker misread 
a notation on their paystub, leading to a 
misunderstanding about the new terms 
of the tentative agreement. Since we 
did not have the opportunity to address 
this with the members prior to their 
vote due to their nonparticipation in the 
Zoom process, the error was spread by 
the employees as truth throughout the 
worksite and everyone believed it, so 
they did not ratify the terms. We then 
conducted an in-person question and 
answer session and new ratification 
vote on June 11, 2021. When it was 
clarified what the notation was on their 
paychecks, they overwhelmingly rati-
fied the terms of the agreement. There 
are differences between the negotiation 
process for postal agreements and pri-
vate sector agreements.
 For postal contracts, if  an agreement 
is not made either through negotiation 
or a ratification process, there is an in-
terest arbitration process for the parties. 
For privatesector agreements that we 
negotiate there is no interest arbitration 
process.
 The parties attempt to renegotiate 
but if  the company declares that the 
terms that have been agreed to during 
the negotiation process are the compa-
ny’s final best offer, decisions need to be 
made. The company then has the right 
to declare an impasse and invoke all, 
some, or none of the tentatively agreed 
upon terms and declare that the collec-
tive bargaining agreement.
 The union members have a couple 
of options. They could sanction a 
strike, or they can conduct another rati-
fication vote in attempt to approve all of  
the terms tentatively agreed upon rather 
than risk losing them if the company 
invokes a contract on them.
 As we enter the negotiation process 
for a successor USPS/APWU Collec-
tive Bargaining Agreement we can be 
thankful that we have an option to go to 
binding interest arbitration if  the parties 
are too far apart on the terms through 
the negotiation process. We do not al-
ways like the risk of having a neutral 
arbitrator determining the terms of our 
agreement, but the process for the pri-
vate sector is much less appealing.


