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President’s Corner

Walter Bruce
Ladies and Gentlemen

These are letters forwarded to management
concerning the absence of an Ombudsman and the
impact it is having on federal employees.

There have been numerous meetings to discuss
this subject but to date the position has not been
filled. The process continues with discussions
with the Office of Civil Rights Director.

Dear Management (Originally dated in May 2009)

I am writing you this email in the capacity of the
President of the American Federation of
Government Employees Local 1534. As you
may know this Local has over 5000 to 6000 Civil
Service (CS) bargaining unit members both in
the Department of State USAID. As you can
imagine my role as a volunteer and an elected
official is to ensure the well being of all Civil
Service employees.

Continued on page 14

January 2010

News from STATE VP

Anthony Bishop
Greetings fellow Union members

| am very, very happy to advise you all that the
administrative backbone of the DOS Agency of
Local 1534 has returned to work. Sylvia Barbour:
you were sorely missed and | welcome you back
with a big smile and open arms. Not to mention a
sigh of relief.

Some of you have commented on not receiving
recent correspondence from my office,
communication of that sort will certainly re-
commence with the return of Ms. Barbour.

As we closeout calendar year 2009, | can state with
great confidence that the DOS Agency as well as the
other Agencies covered under the umbrella of this
Local have grown into one of the top union locals

Continued on page 2
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Membership Meeting
Thursday, Jan. 14, 2010
at HST Room 1107

Don’t forget to mark your calendar for the
membership meeting on Thursday, January 14, 2010
in the Harry S. Truman Building room 1107 (to the
left if you come in the C Street entrance) noon to
1:30 p.m.

Come during your lunchtime for as long as you can.
Light sandwiches will be provided outside the
conference room. No food or drink is allowed in the
conference room.
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Continued from page 1 from the VP

in the area when it comes to employee
representation.

As for DOS, | can bear witness to the fact that
after five years learning how to work within the
Departments labor management system (under not
so union friendly government leadership and
facing not only a well funded, large as well as
very educated legal department) we have not only
learn to stand up and actively pursue our rights
whether through the filing of grievances or by
other means; we’ve learned to prevail at a much
higher percentage. In recent months this office has
filed three Unfair Labor Practices (ULP) against
the Department and prevailed in all three cases.
Subject matter: illegally terminating employees,
AWS schedules.

We, as employees, must realize that we have
rights when it comes to the Department changing
our working conditions. It is your right to consult
with your union when management proposes to
change your work schedule. It is your right to
consult, and request to bargain either with or
without union assistance regarding any proposed
matter that you consider negatively affects your
conditions of employment or your working
conditions within the Department. Understand,
these are proposals, there is an administrative
process management must go through prior to
implementing a change. Union rights are part of
that process. Never be afraid to ask, “Has the
Union been made aware of your proposal to affect
my working conditions?” If we don’t know, we
can’t help. Management does have the right to
assign work but you have the right not to be
negatively affected by what they are proposing.

There are more ULP’s pending and yet to be
filed. Charging the Agency with unfair practices is
the only defense we have to insure that we
continue to be treated fairly and protect our
careers under situations affecting our conditions
of employment. The more we educate ourselves,
the less likely a situation will escalate to a charge
against the agency. In a lot of instances,
management, nor their administrative assistants,
are aware of this requirement. They are not trying
to circumvent it, just not familiar with it.

We recently completed arbitration in an attempt to
bring a wrongfully terminated employee back to
work. I would like to personally thank Wilma
Hutchins for sittings 2™ Chair and offering
administrative assistance during the hearing. A
decision is due in mid-March.

There are several grievances outstanding. These
grievances stem from failure to promote (career
ladder) to employees inappropriately remaining or
being placed on Leave Restriction. We will
continue to monitor and continue to file when
necessary.

Our colleagues in Charleston South Carolina

Bargaining Unit employees in Charleston
continue to express their concern over the lack of
employee rights and the failure of some
management officials to recognize these rights
exist. We are actively pursuing recognition from
management officials. Currently, the employees
are covered and management’s actions governed
by Title 5 of the United States Code but
unfortunately a ULP had to be filed to drive home
that point. Karen Richardson is holding down the
fort there and doing a great job. It is our belief that
once the Labor / Management contract is
complete, there will be a positive shift in moral.
We hope to have this done within the next 60 to
90 days. It’s been a long time coming.

End of the year appraisals

It’s that time

Although there have been minor administrative
changes to the appraisal system, the procedures
and timelines stated in the FAM as well as the
Bargaining Unit Agreement (BUA) still apply.
Where the FAM and the BUA differ, the
agreement prevails. Relevant parts of the
agreement that should be noted for closing out the
appraisal year can be found in this link:
http://hrweb.hr.state.gov/prd/hrweb/dg/pc/Im/cont
ract.cfm in Article 18 page 38 of the Labor-
Management Agreement.

Issues such as grievances and receiving
unacceptable ratings can be discussed on an
individual basis.
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Are We Playing the “Game as Old as Empire”?

By Dorie Southern

The U.S. Department of State understands the
rules of empire. After all we are dealing with an
organization that carries out foreign policy. But
what happens when that policy comes home to
roost. The basics of divide and conquer are to
keep your adversaries divided and thereby weaker.

At the Department we should all be on the same
team working for the same goals and there should
be no need to divide us. Yet, we are divided —
sometimes for obvious reason and sometimes for
more questionable ones. We have several different
categories of employees at the Department. There
are Foreign Service, Civil Service and contact
employees with variations within those groups.
That is understandable. We all have a different
part to play in the work of the Department of
State.

Not all of us can be the ambassador or the
computer technician or the manager or the
contract administrator or the human resources
specialists. We need different people to do these
different jobs and each one needs to carry his or
her own weight.

What we don’t need is for the Foreign Service
employees to feel that they are superior to the
Civil Service employees or the Civil Service
employees to feel that they are in competition with
the contract employees. When that happens we are
playing the empire game and unity and efficiency
suffer.

Typical elements of this technique are said to
involve

o Creating or encouraging divisions among
the subjects in order to forestall alliances
that could challenge the sovereign.

Of course, employees of the State Department
are not in a position to challenge the goals and
objectives of the government. But we can be
pitted against one another by creating unfair
and inconsistent competition between Civil
Service and contract employees or by making
contract employees ineligible for jobs that they

could easily do and in some case are doing. As
a union our goal is to look after the interests of
bargaining unit employees. But in some cases
it may be to advocate for making contract
employees into Civil Service employees. We
are often natural allies.

e Aiding and promoting those who are
willing to cooperate with the sovereign.

We should all be willing to cooperate with our
managers, but we should not be used against
one another. Sometimes contract employees
are told they must be less than cooperative
with the Civil Service colleagues or lose their
jobs. That kind of management causes distrust
and division upsetting efficiency and
effectiveness.

o Fostering distrust and enmity between
local rulers.

Distrust and enmity will hinder the goals that
we are working toward. When we fail to make
connections with each other as colleagues in
bureaus, offices, or lines of work, we cannot
carry out our mission.

» Encouraging frivolous expenditures that
leave little money for political and military
ends.

When we expend our energy fighting among
ourselves we lose the opportunities that come as a
result of unity. Therefore, rather than complaining
about contractors taking our jobs we need to work
to ensure that there are more GS jobs and
contractors are used in an appropriate way.

We should refuse to let ourselves be pitted against
our colleagues. As a union we do not have the
power to make the Department do what we want
without the commitment of bargaining unit
employees to the interests of the Department, our
mission, and each other.

We are the ones we are waiting for.
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AFGE’s BONUS BUCKS CAMPAIGN
November 30, 2009 - March 5, 2010

President John Gage of AFGE National has made us all an
offer of which we should take advantage.

Fach one of us who recruits a new member will receive $50
for every member we recruit. National will provide $20 and
District 14 (of which we are part) will chip in $30.

So between now and March 5 1s the time to ask your bargaining unit friends and
colleagues 1f they have considered joming AFGE 1534.

Further details about the bonus bucks program may be requested from the
AFGE office at 202 647-4389.

News from AFGE National
AFGE Blasts USA Today over Pay Gap Story

AFGE President John Gage sent the following
letter to the editor to USA Today:

"It was disappointing to see the article "For feds,
more get 6-figure salaries.” USA Today's
"analysis" spun data from the Office of Personnel
Management to paint a lopsided, misleading
picture of today's federal workforce. Federal
employees whose annual salaries are about
$150,000 make up 2.8% of the federal workforce.
The top earners in the federal government include
the doctors who care for our nation's veterans, the
scientists making breakthroughs in crops that
would increase the safety and reliability of the
world's food supply, and the researchers who
work to find ways to defend our soldiers from
improvised explosive devices and chemical

warfare. The misleading presentation of data in
USA TODAY's report compares the very highest
paid professionals in the federal government with
private sector averages. Does USA TODAY
believe that private sector wages for work in
retail, manufacturing, construction and so on
should match the market rate for doctors,
scientists and lawyers?

The fact is that when it comes to averages, federal
employees as a whole are underpaid relative to
their private sector counterparts in nearly all parts
of the country. The average pay gap, as measured
by the Bureau of Labor Statistics, is 25% with the
advantage going to private sector employees — not
hardworking and dedicated federal employees.”
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Benefits for AFGE Members

When you join the union, you have access to these AFGE benefits. These benefits are backed by the collective strength of
over 10-million members of AFL-CIO unions. By using one or two of the programs, many members save as much as their

annual dues.

These Money-Saving Benefits are Available Only to AFGE Members:

Money

Bond Rewards

AFGE Credit Card

AFGE's Fico Score Discount
Free Credit Report

How To Manage Your Debt
Secured Credit Card—Credit
Builder Program

Credit Counseling Program
Union Member’s Financial Safety
Net

Corporate Credit Card for Locals
Online Tax Preparation Service
Identity Theft

House and Home
Mortgage & Real Estate Program
SuperGuarantee Program

Home Heating Oil Discounts

Pet Care Program

Costco

Moving Van Discounts

Discount Budget Truck Rental

Retirement
Planning Center

Education

2010 Union Plus Scholarship
Application

College Financing

JNS Scholarship

Grantham University's Online
Education & Degree Program
MINDsprinting Tutoring Program
Union Leaders of the Future
Scholarship

AFGE's Online Training Program
Powell's, A Union Book Store

Discounts
ConsumerReports.org Discount
Flowers Discount

Entertainment Discounts
Union-Made Clothing Discounts
AT&T Wireless Discounts
Union-Made Checks

Eldercare Services
Program

Travel

Worldwide Vacation Tours
Theme Park Discounts
Union Plus Cruises

Car Rentals

Condo Rental Deals

RV Rental Discount

Union Sportmen's
Alliance

Auto Advantage
Auto Buying Service
Pinnacle Motor Club

Auto Insurance

Goodyear Tire & Service
Discounts

Driver Education Grants from
Union Plus

Law Enforcement
Criminal Justice Degree Program
Professional Liability Insurance

Computers

Apple Computer Discount
Dell Computer Discounts
Purchasing Power -- Home
Electronics & Appliances

Your Career
AFGE Commuter Benefit
Federal Job Search

Legal

Legal Services Program
Application for Union Plus Legal
Service Attorney Panel

Your Legal Health

Small Claims Court

Warranties

Health

Health Club Discounts

Health Savings Program
Discount Dental Services
Hearing Aids Discount Program
Discount Pharmacy Program
Vision Program

Medical Bill Negotiating Service

Insurance

National Executive Counsel's
Policy on Insurance Programs
NEC Authorized Insurance
Programs & Contact Information
How To Implement An Insurance
Program

Free Accident Insurance

Term Life Insurance
Professional Liability Insurance
Life Insurance Protection (Death
Benefit Locals)

Local Benefit
Coordinator
Resources
Organizing Materials
Access AFGE: A Leadership
Guide

Newsletter Resources

Local Benefits Coordinator
Position

Save My Home
Hotline

Please visit this site for specifics for each category,
http://www.afge.org/Index.cfm?page=Member

Benefits

Toll-free Benefits Line:
(888) 844-2343
In DC: 639-6941
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Stewards’ Office in HST
AFGE 1534 Suite 1247

Celeste Nelson, the new Chief Steward for AFGE
1534, has established a “Stewards’ Office” in the
AFGE suite in the Harry S. Truman building
(otherwise known as Main State). This room is a
work in progress. It will be a resource room for
stewards who are looking for information about
handling cases. It will have files and a computer
where stewards can look up forms and material
related to the cases they are handling on the
Internet or Intranet.

She also plans to have access to the AFGE
National Case Track system so that stewards can
keep records of their cases up-to-date as well as
review cases that may be related the to one that is
being worked on by a steward. The computer is
not there yet, but the room is available now for
those who would like to stop by and see it.
Stewards, for whom it is convenient, will be able
to request access to this room for meetings with
the persons they represent. It will be a quiet and
private place to discuss how to handle the specific
situation under consideration.

This room may not be the right place for a
meeting if you are located across the river at OBO
or in Beltsville, MD. It would not he convenient
of stewards from USAID or OPIC. But Celeste is
working to find ways to facilitate stewards so that
when they are supporting bargaining unit
employees, they know that AFGE is there for
them with the help that they need.

Merit System Principles

(The Merit Principles listed below are adapted
from the statutory language that appears in section
2301(b) of title 5 United States Code)

1. Recruit qualified individuals from all
segments of society and select and a
advance employees on the basis of merit
after fair and open competition.

2. Treat employees and applicants fairly and
equitably, without regard to political
affiliation, race, color, religion, national
origin, sex, marital status, age or
handicapping condition. In addition, the
Department of State prohibits
discrimination on the basis of sexual
orientation.

3. Provide equal pay for equal work and
reward excellent performance.

4. Maintain high standards of integrity,
conduct, and concern for the public
interest.

5. Manage employees on the basis of their
performance.

6. Educate and train employees when it will
result in better organizational or individual
performance.

7. Protect employees from improper political
influence.

8. Protect employees against reprisal for the
lawful disclosure of information in
“whistleblower” situations (i.e. protect
people who report things like illegal and/or
wasteful activities.

'>,A4 °
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AFGE’s Commitment to the Advancement of

Women and Fair Practices
By Celeste Nelson

AFGE 1534 is on the cutting edge of the need to
recognize the human rights of workers. The
Human Rights Committee, the Advisory Board to
the National Executive Council of AFGE, is
chaired by the Women’s and Fair Practices
Director Augusta Thomas. Founded in 1978, it is
committed to achieve, diversity, equality, and
harmony in the workplace. This committee is
made up of the Women’s Coordinators and Fair
Practices Coordinators elected by their respective
districts.

As the Women’s Coordinator for AFGE 1534, |
attended the conference in Las Vegas, NV in
2009. We received instruction on how to be
coordinators working for disability rights, fighting
discrimination, and understanding the Family and
Medical Leave Act.

government service to collectively advocate in the
workplace, the community, the media, and the
political and legislative processes in all levels of
government.

The Women’s Department advances and protects
members’ interests on a variety of issues
including:

The Family and Medical Leave Act

Social Security

Child care

Sexual harassment

Domestic Violence and its impacts on the worker
Equal pay.

The Fair Practices Department operates under the
general supervision of the Women’s Director. Its
mandate is to assert, expand and

AFGE established the Fair
Practices Department in 1968 to
function as the union’s civil rights
arm and to strengthen and enforce
equal employment opportunity.

In 1974, the Women’s
Department was established to

Workers’ Rights

Human Rights

Women'’s Rights
Disability Rights

defend AFGE members in the
workplace through
representation, litigation and
alternative dispute resolution.
The Department handles case
involving civil rights, disability
rights and equal employment
opportunity.

improve the status of women in government
service.

In August 2002, at the National Leadership
Meeting in Chicago the following strategic plan
was adopted.

OUR VISION: to promote and protect the best
interests of workers in government service by
ensuring Justice, Equality, Fairness and Dignity so
that principles of Freedom, Democracy and
Justice flourish in our entire nation.

OUR MISSION: to quickly and effectively build
the power and influence of our union by
organizing, educating and mobilizing workers in

Marlene Freeman is our Fair Practices
Coordinator. We work together to correct unfair
situations by working with the agency's EEO
Committee and the Department’s new Edge
committee that is working to further career for
lower level GS women at the Department. We are
willing to work with others on grassroots actions
on EEO or civil rights legislation. Let's not forget
the importance of organizing new members
around these issues.

Anyone who has ideas or suggestions and is
willing to help in furthering this work should
contact Marlene Freeman, Walter Bruce or me. It
will take all of us working together to get this job
done.
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Sexual Harassment is Unacceptable

Sexual harassment on the job is a serious
situation. It occurs when someone bothers you in
a sexual way because of your gender and that
behavior affects your job or your job environment.

Federal law (Title VII of the Civil Rights Act of
1964) makes sexual harassment ILLEGAL.
Therefore, you can take action and do something
about it. Under the law, there are two types of
sexual harassment claims: “quid pro quo” and
“hostile environment.”

* “Quid Pro Quo” simply means something given
in exchange for something else. Quid pro quo
sexual harassment happens when a supervisor or
someone with authority over an employee requests
or implies an unwelcome sexual demand in
exchange for a job benefit or in exchange for not
firing or taking some other harmful employment
action against the employee.

* Hostile Environment is unwelcome sexual
conduct or conduct directed at one because of
one’s gender that creates an intimidating, hostile
or offensive work environment. Examples include,
but are not limited to, demeaning or sexual
pictures, sexual jokes, and lewd sexual comments.

Anyone can fall prey to sexual harassment — both
men and women can be victims. Similarly, the
harasser can be male or female, and the harasser
and victim can be of the same gender.

Types of Sexual Harassment

e Quid Pro Quo
e Hostile Work Environment

Definition: Unwelcome conduct based on the
victim’s sex, requests for a sexual relationship that
“unreasonably interferes with work performance,”
or creates an intimidating, hostile, intimidating or
offensive work environment.

Examples include, but are not limited to,
demeaning or sexual pictures, sexual jokes, and
lewd sexual comments.

The Harasser -- Supervisors, co-workers, or even
by non-employees such as vendors, with power to
affect the victims working conditions.

The Victim --Anyone whose work is the direct
target of the harassment. Or anyone who is
directly affected by the harassment not only the
targeted individual.

Unwelcome -- Victim did not ask for it and
regards it as offensive; the question is did the
recipient react to it? Submission does not
necessarily mean it was welcomed.

Frequency - Severe and Pervasive. Once is
Enough!

There does not need to be tangible loss for a
finding of a hostile environment.

More about Quid Pro Quo

There are several important points to remember
about quid pro quo — sexual favors in exchange
for job benefits — sexual harassment.

First, quid pro quo sexual harassment can only be
committed by a supervisor or somebody in the
agency with the power to give or withhold some
job benefit from the harassed individual.

Second, quid pro quo sexual harassment may
involve more than direct, obvious requests for
sexual favors in exchange for job benefits. It may
also involve indirect, implicit requests for sexual
favors in exchange for job benefits.

Third, quid pro quo sexual harassment is only
harassment if the conduct was unwelcome to the
harassed individual. Whether the conduct was
welcome is determined by the harassed
individual’s conduct and statements. However,
submission to a sexual demand and/or silence is
not a sign that the conduct was welcome. In other
words, if a harassed individual participates in the
sexual act(s) requested of him or her because he or
she was concerned for his or her job, that

L
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participation does not prove that the harassment example, if one employee makes sexual advances
was welcome. toward another using sexually derogatory and
vulgar language such as, “come on slut” or makes
Last, as a result of Supreme Court decisions, when lewd comments about a person’s private body
one proves quid pro quo sexual harassment, the parts, a court might find the behavior to be
agency may automatically be held liable if there unwelcome and offensive. However, not all
was a tangible job loss to the harassed individual. statements are that blatant; therefore, it is harder
This is true even if the agency did not have an to determine if particular conduct is unwelcome.
opportunity to correct the supervisor’s behavior - In these more difficult cases, the welcomeness
even if the employer has specifically prohibited depends on the recipient’s response to the words
the conduct. The agency’s liability is grounded in or conduct. Saying “I find that behavior
the premise that the supervisor is considered to be unwelcome” is the best method of establishing
the agent of the employer or the agency itself. that the conduct is unwelcome. The more direct
and forceful the victim is in telling the harasser to
Checklist to determine Quid Pro Quo stop, the more likely a court will find it to be
unwelcome.
e Once or more
e Stated or implied The standards for proving “welcomeness” based
e Unwelcome on conduct differ between hostile environment
e Demand for a sexual favor sexual harassment and quid quo pro sexual
e In exchange for a job benefit or in harassment. In quid pro quo situations, an
exchange for not taking a harmful employee may be able to prove that the_cpnduct_
employment action was unwelcome - even if he or she participated in

the sexual conduct with the harasser. By contrast,
initiation and/or participation by an employee in
the sexual conduct with the harasser are proof of
welcomeness in a hostile work environment
situation. Therefore, consensual dating, mutual
joking, group banter where everyone participates,
and consensual touching do not generally amount
to sexual harassment for any of the participants.
Beware: silent observation is not participation.

In order for the agency to be held liable for the
harassment, the agency must have known, or had
the ability to know, about the harassment and
failed to do something to stop it.

e By asupervisor or person in authority
Carry through on the threat
e Tangible job loss

More about Hostile Environment

While it is easy to decide if a situation is quid pro
quo sexual harassment, it is often hard to
determine whether unwelcome conduct of a sexual
nature has created enough of a hostile or offensive
workplace for a judge to consider the situation
hostile environment sexual harassment.

A hostile environment will be found when there is
a severe and pervasive pattern of unwelcome
sexual conduct that creates an intimidating,
hostile, or offensive work environment. In
general, the conduct must be both serious and
frequent. A single isolated incident will not be
considered hostile environment sexual harassment
unless the action was extremely outrageous.

Additional Behaviors That May Constitute
Sexual Harassment

Verbal Conduct that Might Constitute Sexual
Harassment

Direct demand for sexual favors

Kissing sounds, whistling, smacking, or other
noises suggesting sex or cat calling

Personal questions about one’s sexual life
Demeaning names such as “Cutie”, “Sugar”,
“Sweetie”, “Honey”, “Darling”, “Hey baby,”
“Doll,” “Babe,” “Hunk,” “Girl,” or “Boy” (when
referring to an adult), “Dear,” “Pussycat,” or
“Broad,” etc.

L &5
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For conduct to be considered sexual harassment, it
must be unwelcome or offensive to someone in
the workplace. Sometimes the conduct or
language is so crude that it is reasonable to
assume that any listener would be offended. For




Referring to a man or women by his or her private
body parts;

Making sexual or sexually obscene comments or
innuendoes ;

Telling sexually explicit jokes or stories, telling
sexist jokes or stories, turning work discussions to
sexual topics, or using sexual innuendoes during
work discussions;

Asking about sexual fantasies, preferences, or
history;

Discussing sexual activities;

Sexual teasing;

Spreading rumors or lies about a person’s sex life
Making lewd or suggestive comments regarding
an employee’s appearance (body, clothing,
anatomy or looks) or personal life;

Making sexual advances or repeated requests for
dates even after recipient indicates that they are
unwelcome;

Publicly berating members of one sex but not the
other.

Physical Conduct that Might Constitute Sexual
Harassment

Actual or attempted rape or sexual assault
Touching or rubbing oneself sexually in front of
another person;

Stalking; hanging around a person without a
legitimate reason;

Blocking, leaning over, intentionally brushing up
against, or cornering a person;

Invading someone’s personal space in a way that
indicates a desire for sexual activity;

Giving personal gifts that are unsolicited;
Assault in retaliation of person refusing sexual
advance;

Touching that is sexual in nature, such as
massaging, touching a person’s clothing, hair or
body, hugging, kissing, patting, stroking,
grabbing, pinching, hand on knee.

Visual Conduct that Might Constitute Sexual
Harassment

Public displays of pornography;

Sexually suggestive graffiti;

Sexually suggestive or exploitive posters, pin-ups,
calendars, cartoons or magazine clippings
Sending sexually explicit e-mail messages or
displaying a sexually suggestive screen saver

Viewing pornography via Internet in the work
environment.

Leering, eyeballing, looking someone up and
down, staring at an individual or his or her private
body parts.

Hazing May Constitute Sexual Harassment

Hazing may occur where a man or woman
becomes part of a workforce that is made

up entirely of members of the opposite sex (e.g.
when a woman joins an entirely male construction
group or police force). Hazing activity that may
create a sexually hostile work environment
includes:

group exclusion and shunning of a worker due to
the worker’s gender;

requests to engage in group rituals to be part of the
“club,” for example, requesting female police
officers to be tattooed on their behinds to join the
“club;”

sabotaging or creating obstacles to make it more
difficult for the individual to perform his/her
duties.

Using Technology to Sexually Harass

Increasingly, harassers are taking advantage of
technology to assist in their conduct.

The most common abuse of current technology is
sending sexually harassing messages or images
through e-mail.

Another common abuse is viewing sexually
laden cites, such as pornography, at the
workstation via internet.

There are more creative abuses as well: in a recent
case, an employee made a photomontage

of his co-worker by downloading a nude
photograph of a model from the internet and
super-imposing a photograph of his co-worker’s
face in the place of the model’s face. The Court
found this to be sexual harassment.

Any sexually explicit materials accessed on
Department of State computers is strictly
forbidden and can result in serious consequences
for any employee found accessing them. It can
mean the end of your employment with the
government.
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AFGE LOCAL 1534 OFFICERS AND STEWARDS

GENERAL OFFICERS

Names Positions Telephone Nos. E-mails

Walter R. Bruce President 202-647-4389 BruceWR@state.gov
Donald S. Hunter 1st Vice President 703-875-4655 HunterDS@state.gov
Vacant Secretary

Lawrence Williams Treasurer 202-712-5464 LWilliams@usaid.gov
Celeste Nelson Chief Steward 202-647-2234 NelsonCx@state.gov

US Department of State (DOS)

Anthony Bishop Vice President 202-647-4389 BishopA2@state.gov
Sylvester Hardin 2" Vice President (Generalists) 703-875-7197 HardinS@state.gov
Andreas Ryschka 2" Vice President (FSI) 703-302-7053 RyschkaA2@state.qov

US Agency for International Development (USAID

Willy Hardin Vice President 202-712-4752 WHardin@usaid.gov
Vacant 2" Vice President

Overseas Private Investment Cooperation (OPIC)

Gail Brown Vice President 202-336-8433 GBrown@opic.gov
James Gale 2" Vice President 202-336-8629 JGale@opic.gov

Union Office Locations & Managers

Sylvia K. Barbour Room 1247 Harry S Truman Bldg 202-647-4389 Barboursk@state.gov
Mary Norris 2.2A Ronald Reagan Bldg 202-712-0598 MNorris@usaid.gov
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Department of State (DOS) Stewards

Names Telephone Nos. E-mails Representing

Celeste Nelson 202-647-2234 NelsonCX@state.gov All AFGE 1534
Chief Steward

Anthony Bishop 202-647-4389 BishopA2@state.gov entire Dept. of State
Deborah Bradshaw 703-875-4356 BradshawDL2@state.gov A bureau

Anthony Brown 202-663-0177 BrownAb@state.gov IRM entire bureau
Walter R. Bruce 202-647-4389 Bruce WR@state.gov All of AFGE 1534
Marlene Freeman  703-302-7286 FreemanML @state.gov FSI except language

instructors
Donald S. Hunter 703-875-4655 HunterDS@State.gov All AFGE 1534
Wilma Hutchins 703-516-1590 HutchinsWB @state.gov OBO

Nikolaus Koster 703-746-2344 KosterN@State.gov language instructors
Barbara A. Pollard 202-647-9786 PollardBA@state.qov ISN Bureau
Andreas Ryschka 202-302-7053 RyschkaA@state.gov language instructors
Doris A. Southern  202-647-4389  SouthernDA@state.gov

Felicia Stevens 202-312-9652  StevensFA2@state.qov INL Bureau

Henry Washington 703-912-8316 WashingtonH@state.gov Warehouse

US Agency for International Development (USAID) Stewards

Margaret Hunt 202-712-5895 Mhunt@usaid.gov USAID
Willy Hardin 202-712-4752 whardin@usaid.gov USAID
Gertrude Neely 202-712-4036 GNeely@usaid.gov USAID
Lawrence Williams 202-712-5463 LWilliams@usaid.go USAID
Jeannette Lee 202-712-5836 JLee@usaid.gov USAID
Gerald Folsom 202-712-1525 GFolsom@usaid.gov USAID
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Overseas Private Investment Corporation (OPIC)

James (Jim) Gale 202-336-8629 [gale@opic.gov OPIC
Gail Brown 202-336-8433 GBrown@opic.gov OPIC
Velma Brown 202-336-8441 VBrown@opic.gov OPIC

Names of Committees and Committee Chairpersons

Chairpersons Telephone Nos. E-mails Committee Name

Vacant Grievances and
Personnel Affairs

Doris Southern 202 647-4389 SouthernDA@state.qov Newsletter
Anthony Brown 202-663-1244 BrownAbS@state.qov Education
Jacquelyn Woodard 202-453-8712 WoodardAJ@state.qov Constitution
Wilma Hutchins 703-516-1590 HutchinsWB@State.gov ~ Recruitment
Joseph Cowans 202-203-7380 CowansJX@state.gov Program and
Publicity

Membership Drive Coming Soon

AFGE National will be joming with

our membership committee to help with a membership drive.

The membership drive will help us all to reach out and take advantage
of the Bonus Bucks Campaign.

Each one of us who recruits a new member will receive $50
for every member we recruit. National will provide $20 and
District 14 (of which we are part) will chip in $30.

Further details about the bonus bucks program are available from the
AFGE office at 202 647-4389.
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Continued from page 1 from the President
The nature of this email is to address briefly the following:

Absence of an Ombudsman

The USC code and FAM that establish this office

IT Consolidation potential impact on Civil Service employees
The No Fear Implication of Protected class of employees
Recommendation

The role of the Ombudsman

The primary responsibility of the Ombudsman within State is to advise the Secretary and senior
management on systemic issues affecting Civil Service employees and to effectuate strategic policy
change. The Ombudsman must be a career member of the Senior Executive Service and reports
directly to the Secretary of St at e. Their rol e f ocdt
advocates consistency and fairness and advance concrete recommendations for management
improvements. The Ombudsman deals with a variety of issues, from obtaining information regarding
agency policy, to cutting through fore seriousagitaations, tsoch as
prohibited personnel practices and workplace safety issues. Through it all their role or goal is defend
and support a fair, equitable, and nondiscriminatory workforce that ensures the integrity of the Civil
Service ( As stated by Pat Popovich6 detter addressing the Role of the Civil Service Ombudsman, a
State published article). In essence they would intervene on behalf of the Civil Service employees.

Absence of an Ombudsman

This position has been vacant over two years and a lot of consolidations and merging has taken place
within the various agencies without the oversight or involvement of the Ombudsman. That may be
interpreted as management caring for the civil servants so well that the Ombudsman is not needed any
more,or management is doing something inconsistent with
missing from either of these options is the guarantee the CS employeesobinterests are adequately
considered in these many decisions that have occurred over the last few years.

The US Code and 1 FAM that establishes this office
1 FAM 022.3 Ombudsman for Civil Service Employees (S/CSO)

IT Consolidation potential impact on Civil Service employees

I believe one of the results of the IT Consolidation initiative is to eliminate redundancy, cut costs,
standardize, and save the government money. Additionally this initiative may help to eliminate
processes, practices and people that may not be needed to sustain operation or the accomplishment of
theDepart ment 6s Iarhsondenad about how this impacts the Civil servants. As a result of
this consolidation initiative it has been brought to attention that several Civil servants have been
placed in temporary positions without adequate and approved Position Descriptions ( PD6 s ) . T h
employees are placed in a position that may or may not be in scope. This is a serious concern of those
empl oyees becaus epartment guidanca or FAM/FAH that address these issues. The
absence of an Ombudsman being involved in these consolidation issues is cause to be concerned.
Additionally, the statistical demographic racial data that is published by the Office Civil Rights yearly
over the last two years have painted the picture that minorities are not represented commensurate
with its population with the majority members in position above GS 13, 14, 15 and SES. I believe the
data suggest that minorities makes up less than 6 % overall and less than 1% in the SES levels. This
is also a concern in spite of the small strides some Bureaus are making to address this issue. The
Ombudsman role would allow this type of monitoring and reporting of inadequacies.

I believe there was a conversion of specialties into the 2210 series; however I believe more is required
to include specifics qualifications within that specialty.
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AiNo Fear o I mplication

If in fact employees are being considered for elimination or being displaced, or being excluded from
positions as a result of the Department initiatives, consolidation efforts, or practices this could
potentially become a class action. The class action would of course be based on whether these
employees are of a protected class which the office of Civil rights can clearly define.

Recommendation

Based on the absence of an Ombudsman I suggest we immediately fill that position. Additionally, it
would benefit the Civil Servants if the union is included from cradle to grave any Department initiative
that impacts a reasonable number of civil servants so as to assess issues of concerns for those
impacted employees. I would also recommend that we put in place a system that will be objectionable
and equitable so as to ensure more minority promotions within this Department. Currently one
demographic group dominates promotions to levels above GS 13. Whatever action is taken should be
published and addressed perhaps in a town hall meeting by someone of authority in Management.
Because these issue have been brought to my attention as the President of Local 1534 a copy of this
email has been addressed to the Office of Inspector General requesting a thorough review of these
issues. Additionally, I would suggest that the office of Civil Rights provide you and me a copy of the
demographics to support or deny these claims. My goal is to better serve the Civil Service Employees
and I encourage any dialogue to address these issues.

Thank you so much for your time.

Sincerely,

Walter Bruce, President
AFGE Local 1534

Additionally, the following is a letter prepared to send to Congress concerning this issue:

Hon.

Dear

This letter is being written on behalf of the civil service employees at the U.S. Department of
State. The American Federation of Government Employees, AFL-CIO Local 1534 represents over 5,000
employees at the Department of State, which includes the U.S. Agency for International Development,
and the Overseas Private Investment Corporation. For the past two years the position of Ombudsman,
a position required by law has been vacant. The position is critical for civil service employees, since
the Ombudsmanés statutory duty is to advise the Secreftary
affecting civil service employees.

The absence of an Ombudsman has permitted mergers such as the Information Technology
Consolidation to proceed without input by an individual focusing on the impact on civil service
employees; the unavailability of an independent voice on the implementation and effectiveness of the
No Fear Act for employees; and the absence of a voice on the racial demographics published recently
by the Departmentds Office of Civil Rights, which showed
minorities in positions of grades 13 through 15 and SES and less than 1% in SES positions. The
Ombudsman position was specifically established by Congress to address concerns of this nature and
to prevent the Department from failing to give attention to these matters through inadvertence.
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As the President of the Union representing employees at the Department of State, beginning in May
20009, I brought the failure to have an Ombudsman to t
Rights and Senior Management. I have not received a positive response and cannot understand why a
position which has been mandated by Congress has remained unfilled for over two years.

I am writing this letter to you to ask that you request the Department to fill this position and
comply with the mandate of the Congress to have an objective and independent voice to speak directly
with the Secretary on concerns of civil service employees. This is an urgent matter for civil service
employees, we need your help.

Thank you for any assistance you can give to us on this matter. If you need to speak with me
about this matter, please contact me at (202) or send me an email at
BruceWR@state.gov.

Sincerely,

Walter Bruce, President
AFGE Local 1534

Letter forwarded from the Office of Civil Rights:

You have already received a draft letter from Walter Bruce, President of AFGE AFL-CIO Local 1534
concerning the unfilled position of Ombudsman at State. The text of his letter appears below.

The purpose of this email is to endorse the idea of filling the position and further to add that SOCR
supports the idea that the appointee should be full time. Further, SOCR would be most receptive to
collocation. In fact, there is an office space already provided an Ombudsman. Small conference room
would be available for priority use and shared access to a larger meeting room.

We have an unfilled FTE assigned to support and assist the Ombudsman. If the decision is to have a
part time appointee, we can certainly fill in the rest of the blank with additional duties within the
context of SOCR.

We have stated on more than one occasion that over ninety-five per cent of the cases that come to our
office as the allegations of discrimination prove not to be violations of civil rights. We had no findings
against State in 2008. And although there will be less than a handful of findings in 09, these will be
due to policy issues and not the willful behavior of supervisors, managers, and executives.

So, although the allegations do not result in successful cases against State, they do represent some
other variety of discord, disagreement or tension which still needs to be addressed, e.g. disparate
expectations, untimely notice of substandard performance, misunderstandings, training issues, failures
to listen effectively or express concerns before they escalate. We prefer to openly address these
concerns and frankly keep them out of the EEO Complaint process, which is costly, time consuming,
and most often unsatisfying to both parties. The main beneficiaries are outside lawyers who attend
and profit from the inefficient process.

The presence of a competent and respected Ombudsman would add greatly to our arsenal for conflict
resolution. Although not reporting to the Director of SOCR, the Ombudsman adds another
authoritative voice to diagnose leadership problems which would in the long run improve morale,
update leadership practices, and provide an authentic option for timely redress of grievances or
perceived grievances.

We offer this endorsement of the appointment of an Ombudsman and stand ready to assist in the
selection, housing, orientation and advising of an appointee.
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