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Computers: A branch roundtable

B ack in 1989, a series of NALC Activist stories

posed the question, “ Should NALC branches

invest in personal computers?’ Today, many
branch leaders can’t imagine life without computers,
relying on these powerful machines to maintain mem-
bership, financial and grievance records aswell asto
produce correspondence, newsl etters and notices. For a
growing number of local leaders, computer technology
offers exciting waysto improve branch functions and
build membership involvement.

This story offers a roundtable discussion among some
of the same branch leaders who were interviewed for
the earlier set of Activist stories. In the intervening
years, these local leaders have made many more deci-
sions about how to use computers, and illustrate through
the variety of their approaches that there certainly isno
one right way to computerize a branch.

At any given moment, branches all over the country
may face widely different challenges as they computer-
ize operations. Some branches may be thinking about
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you're trying to sell a house:

Location, location, location. In the
same way, NALC branch leaders
know what's really important when
you're building better stewards:
Training, training, training.

Whether stewards are 20-year vet-
erans or brand-new to the job, effec-
tive branch leaders know that the

off for branch leaders who invest in
such training is having a core of
skilled, dedicated stewards who are
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Computer roundtahle

continued from page 1

making afirst-time investment in
computers, while other branches
wrestle with issues of upgrading or
improving their current equipment.

Then, after an initial investment
has been made, more decisions loom.
Should additional money be commit-
ted to “ peripherals,” such as modems
or scanners? Finally, what are the
most productive uses for branch
computers—and how can leaders
make sure the branch is maximizing
its investment—both money and
time?

To help branch leaders find the
advice that most fits their current
needs, this article is organized into
severa sections. In the first section,
branch |eaders talk about the overal
benefits of using computers within
the branch. Then these |eaders discuss
how they evaluate computer options
to ensure the branch gets the most
return for itsinvestment. Finaly,
local leaders discuss pitfalls of
advanced technology—traps that
may make your life with computers
harder instead of easier.

In addition to these broad sugges-
tions from branch leaders, abox on
page 5 offers more specific tips on
using one of the most talked-about
features of computerized life, the
Internet.

Maximizing henefits

Computers offer an ever-increasing
number of ways to accomplish many
of the functions of a branch. As these
optionsincrease and grow more com-
plex, many branch leaders may feel
overwhelmed and tempted to forego
any change whatsoever. \eteran
branch computer users seethisreac-
tion as a mistake. Although comput-
ers may have their drawbacks, their
advantages are compelling.

Richard Boring, president,
Canton, Ohio Branch 238 (552 mem-
bers): “Without the computer we'd be
lost. There simply isn’'t any way we
could handle our current load of
grievances effectively without our
computerized system. It's been alife-
saver.

“With access to arbitration deci-
sions on CD-ROM, we can give stew-
ards forceful arguments to use from
the get-go. Grievances get resolved
sooner and more favorably because
management knows that we have our
act together.

“But the key for us has always
been to focus on that one goal. Our
computer works so well because we
make it work, we make it perform
according to the priority the branch
has set. We' re clear, we' re concentrat-
ed, and we' re effective—much more
effective than before we began using
the computer.”

Jay Ricke, president, Bensonville,
Illinois Merged Branch 825 (1,888
members): “In our branch computers
have given us away to manage a
work load that was unmanageable
before. There’s more time now for us
to do more meaningful jobs, rather
than be forced to spend hours just try-
ing to find files or track down infor-
mation. The challenge is to make the
best possible use of that gift of time.”

Tom Kelnhofer, president,
Milwaukee, Wisconsin Branch 2
(2,102 members): “1 think the most
important thing to remember when
you look at computers and the branch
isthat the human needs always come
first. There's such atemptation to
become a "tech-head,” to spend hours
in front of the computer screen
because there's so much computers
can do.

“But you' ve got to remember why
you went to computersin the first
place. The branch serves its members,
itisthe members, anditisonly as
strong as members perceive it to be.

“One of the best things we're doing
with computer technology right now
is using our membership data base to
put together aredly effective one-to-
one program to improve organizing
and also membership attendance at
branch meetings. The mobilization
committee can sort through our com-
puter membership records to find
people to work on those goals. We
can locate all past volunteers and find
people who might have certain talents
or interests that can help with this
push.”

Robert Scott, past president, stew-
ard, Bellaire, Ohio Branch 714 (17
members): “ Serving the membership
iswhat it's al about. That's why the
possibilities of the Internet are so
intriguing—people can get so much
more information that they can put to
immediate use to strengthen the
branch.

“1 think that as we find new uses
for computers, we need to remember
that the bottom line is alwaysto pull
people together. Computers are just
another opportunity.”
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Look hefore you leap

Seems like every month brings more change and diver-
sity to the market for computers. Choosing the right
machine at any given moment may appear to be impossi-
ble. But it's not necessarily so—here’'s how computer vet-
erans have learned to sort through available options.

Richard Boring, Canton: “No matter what level of
technology you' re looking at, the most important thing
you can do isto decide, first and foremost, exactly what
you want to do with a computer. When you walk into a
store, that’'s what the sales person will ask you, and you'd
better have a pretty clear idea.”

Robert Scott, Bellaire: “It'sreally frustrating when
you’ re looking at buying something and the products are
changing all the time. There'sthisreal pressureto have
the up-to-the-minute latest and fastest stuff, but you have
to wonder just how fast and big your system really needs
to be.”

Rich Treonis, vice president, Bensonville: “We started
out by just shopping around—and | wouldn’t recommend
that! You can end up with equipment that just doesn’t fit
your needs. A lot of features available today just aren’t
useful for NALC branches.

“We' ve got Pentiums now, although we started out
with a Sperry word processor and then went to an AT. We
have three full-time officers and a secretary, so the branch
owns four PCs that are networked together.”

Richard Boring, Canton: “We're living proof that
faster and newer isn't necessarily better—our branch is
working perfectly well with a 386 processor we bought
maybe 5 years ago. It suits our needs, which are basically
to have a good grievance-information retrieval system.”

Tom Kelnhofer, Milwaukee: “1t's true that you can go
overboard with all the latest bells and whistles, but each
branch has to decide exactly what would work best for its
needs. We till use the same software for our accounting
and our membership data base that we had from the
beginning, but we' ve tried some other things that really
have worked out well—so well that we wish we' d tried
them alot earlier.

“For example, we got areally good scanner so we
could put photographs in the newsletter, which we put
together with a desktop publishing program. Using good
photographs, we discovered, really helps get people read-
ing the newsl etter—even though photo quality may seem
at first like atrivial kind of thing.”

Lenny Larsen, president, Minneapolis, Minnesota
Branch 9 (2,483 members): “1’'d say that whatever your
budget, you've got to look at the same basic things: Can
the equipment run the software that will do the jobs you

BY THE NUMBERS

UOI

) Chg from
USPS Operations—PFY 1997 Number SPLY*
Total mail volume year-to-date (YTD)
(billions of pieces) 191.3 4.5%
Mail volume by class (YTD in billions)
First-class 98.7 1.5%
Priority Mail 1.2 13.8%
Express Mail 0.1 9.3%
Periodicals 104 2.7%
Standard A (bulk) 77.2 7.4%
Standard B (parcels) 11 5.1%
International 0.9 -7.9%
Daily DPS letter mail volume (pieces) 127 million 53.4%
Percent of total letter mail 29% —
City routes with DPS mail 124,705 25.3%
Percent of total 73.9% _
Daily delivery points (millions) 128.8 1.4%
Percent city 75.6% _
Percent rural 24.3% e
City carrier routes 168,688 -1.5%
Rural carrier routes 59,466 3.6%
Net Income ($millions, YTD) $1,283 -18.1%
Total Revenue $58,184 2.9
Total Expense $56,901 3.5

Employment/Wages—AP3/PFY 1998 (First Quarter)

City Carrier employment 238,286
Percent union members 91.3%
Percent career employees 98.4%

City carrier casual/TE employment

Casuals 6,275
Percent bargaining unit 2.6%
Transitionals 3,747
Percent bargaining unit 1.5%
City carriers per delivery supervisor 19.5
Career USPS employment 768,879

City carrier avg. straight-time wage $17.04/hr.

City carrier overtime ratio (overtime/total
work hours) 13.4%
Ratio SPLY 12.3%

*SPLY = Same Period Last Year

-1.1%

15.9%

2.2%

-4.8%
1.1%

2.2%

This information compiled by the NALC Research Department from USPS Reports.
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need done right now, and can whatev-
er you have or buy be upgraded rela
tively easily and cheaply?

“For most people, the biggest
reason to upgrade or change equip-
ment is to get more memory. So you
should know going into any purchase
just what it will take to add more
memory to whatever you end up
buying.”

Dick Nesseler, president, Rock
Island, Illinois Branch 292 (92
members): “ The most important
reason we decided to upgrade from
the Apple computer we started with
was to get a CD-ROM player so we
could use the CDs offered by the
[NALC national] Contract
Administration Unit. That feature has
been an enormous hel p—we now

have immediate access to informa:
tion. Stewards can call to say they're
working on acertain kind of griev-
ance, and we can get them half a
dozen arbitration decisions on the
same issue within a day. Our mem-
bers are amazed at what we have at
our fingertips—and so is manage-
ment.”

Robert Scott, Bellaire: “1 work
parttime as a computer technician,
and the one thing people want most to
add to their system is afast modem—
they want that connection to the out-
side, to whatever information is avail-
able.

“1 think small branches could get a
lot of benefit from being online—it
can be a great resource particularly if
you live agood distance from large

SRRl EFRNEE YRR o

Branch 825 president Jay Ricke (seated) discussesthe branch’s computerized
grievance tracking system with branch executive vice president Rich Treonis.

cities or the NBA's office. But you've
got to be willing to learn what's out
there, what's available. And that can
take time that branch leaders may not
have.”

Who's the hoss?

As branches improve their technol-
ogy, local leaders emphasi ze that
common sense remains the most pow-
erful ally of NALC activists. It's
important not only to be able to use
technology when it's needed, but also
to recognize the ways in which com-
puters may encourage people to mis-
use their time and energy.

Tom Kelnhofer, Milwaukee: “1f
you've been through afew years of
breaking in one or more computer
systems, you probably have at some
level, anyway, an instinctive distrust
of machines. We've al had systems
crash at key points, and known the

=

We now have
iImmediate access
to information.

4”—

frustration of dealing with something
that just isn't working the way it's
supposed to. Once you’' ve been
through some downtimes, you tend to
overreact.

“For example, it can be hard to
break yourself of the habit of doing
everything twice. If you are going to
rely on your computer files, you
should not be printing out hard copies
of things like correspondence and
maintaining paper files aswell. Get
and use areliable backup system,
learn to trust that system, and stop




. VOL. 13, NO. 1

WINTER 1998 .

wasting time doing multiple filing
jobs.”

Lenny Larsen, Minneapolis:
“There'sasaying that if you buy a
really good hammer, you tend to see
everything as a nail—you convert
every problem into something you
can solve using the shiny new tool
you have. A computer gives you the
ability to process alot of information
quickly, so you may be tempted to
expand every job. With arbitration
decisions, for example—why settle
for finding two cases when an extend-
ed computer search will turn up 20?
But do you really need 20? Is it worth
that extratime?

“Today’s word processing
programs can do so much neat stuff
with fonts and borders and you name
it. If you're doing a newsdletter, you
may want to use alot of the extra
touches just because you can, it's
pretty easy. But you can end up
putting alot of effort into getting
just the perfect look for a document.
You've got to know when to stop
tinkering and playing around with
stuff.”

Richard Boring, Canton: “We'd
heard alot of talk about getting infor-
mation from the Internet, so we
decided to get hooked up. After a
month, we uhooked ourselves. You
can get lost for hours on the Net, and
in the end you have no more informa-
tion that you could have gotten from
reading the newspaper or making a
few phone calls.

“As abranch, we focus on winning
grievances. Right now, we don't see
how Internet accessis going to help
us with that goal. Maybe we could
learn some things, but the payoff just
doesn’'t seem equal to the invest-
ment.”

Ongoing analysis

By no means aformal survey of
branch computer use across the coun-

Electronic solidarity

eemsasif every new day brings

anew way that union activists

can communicate viathe
Internet. The Fall 1996 NALC Activist
listed a number of World Wide Web
pages that may provide useful infor-
mation.

In addition, NALC branch activists
may want to investigate the world of
list servers. List servers are Internet
mailing lists that enable you to
receive and post information to a spe-
cific “list” of people about news or
issues related to the topic of thelist.

An article in the July/August 1997
issue of WorkingUSA describes many
labor listservs with e-mail addresses.
The lists generally are maintained by
automatic managers, the most com-
mon of these being LISTSERV and
Majordomo. To subscribeto aLIST-
SERV list, you must send an e-mail to
the LISTSERV manager with the

code Sub (for subscribe) + listhame +
your full name within the body of a
message. To subscribeto a
Majordomo list, you don’t have to
include your name but you must type
out the word subscribe in the body of
the message, and not enter anything
in the subject category.

Labor listservs, in no particular
order, include H-UCLEA, adiscus-
sion on labor studies put out by
Michigan State University, addressis
listserv@msu.edu; Weekly L abor
Talk, commentary on problems work-
ing people face run by colunmist
Harry Kelber, address is major do-
mo@igc.org; LABNEWS, news of
unions and organizing, addressis list-
serv@cmsa.berkeley.edu; and
FUTUREWORK, an international
forum examining the effects of tech-
nological change, addressislist-
serv@csf.colorado.edu.

try, nonetheless these branch leaders
comments reveal avariety of perspec-
tives and approaches. Solid advice
to apply in every situation would
include reaching clear decisions
about what’s needed in advance
of purchase or upgrade of any branch
computer system. To that end, branch
leaders may want to investigate al rel-
evant sources of information, including
computer applications used by other
branches aswell asinnovations
described in magazines and on the
World Wide Web. (See the box
above, “Electronic solidarity,” for
suggestions for further research).
Another key goal for most branch
leaders might be to develop a healthy
balance between respect for the com-
puter’s power and recognition that
the human factor remains most
important. Computers can create

their own problems, especially if
branch leaders get sucked into the
compelling world of bigger and
brighter technology. It's possible
to become obsessed with getting
the absolute most out of the
machine, aiming for a perfection
and completion that really defeats
the purpose of using computers to
savetime.

And branch leaders would do well
to remember that despite myriad tech-
nological advances, nothing can
replace the face-to-face conversations
and interactions that are the heart of
the branch. If computers can help
bring people closer together, then
they serve their purpose. If, however,
technology threatens to cut members
off from one another, it becomes part
of the problem rather than part of the
answer. [l
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Stewanrd training

continued from page 1

even if the contract never changed,
training would be important,” says
Albany, New York Branch 29
president John Walsh. “The simple
act of getting people together in a
room to share information builds
so much unity and strength in the
branch. I1t'sworth all the time and
effort.”

In this story, branch |eaders who
have invested in various kinds of
steward training within the branch
talk about the programs they have
devel oped—ranging from formal
workshops to informal get-togethers.

B

Stewards make
connections with
other people in
the branch.

4”7

In developing training opportunities
for stewards, NALC branch |leaders
are using a set of proven techniques
to enhance stewards' learning and
maximize the use of training time.
These techniques include creating
small groupsto improve discussion;
using methods that actively involve
stewar ds; presenting material
that’simmediately relevant; and
utilizing the expertise of more
experienced stewards. The advan-
tages of these techniquesis that they
are infinitely adaptable—even small
branches can incorporate some

of theseideas in informal settings.
Using such methods as teaching in
small groups, such training may well
be within the reach of many NALC
branches, notes Minneapoalis,
Minnesota Branch 9 president
Lenny Larsen. “What works for stew-
ards at alarger branch would work
just aswell for all NALC membersin
smaller branches,” Larsen says.
“Wouldn't it be terrific if we could
offer al our members the opportunity
to develop stewards' resources and
skills?”

Small packages,
hig payoffs

Until recently, Minneapolis Branch
9 like other large branches relied on
traditional steward training that
brought 30 or 40 people together in
one room to listen to talks by branch
officers about various contract provi-
sions. The method worked well
enough, comments branch president
Larsen, but branch leaders began to
notice one problem.

“When you get abig group like
that, with old-timers aswell as
branch-new stewards, the newer
people tend to say less,” Larsen
says. “It varies from group to group,
of course, but generally people
don't like to ask the questions they
think everyone else already knows.

It can be intimidating, and we
were finding that our new people
were walking away from the
training with alot of holesin their
knowledge.”

To fix this problem, Larsen and
other branch |eaders decided to bring
in groups of six or seven stewards at a
time. Each group isablend of new-
comers and old hands; they work
together for about half aday at
branch headquarters, led by either
Larsen or one of the other branch
officers. “It'safriendly size,” Larsen
says. “People can get to know each

other alittle bit, and they realize that
everybody’s got something to learn.
And the only dumb question isthe
one that never gets asked.”

Larsen admits that scheduling
these small groups is much more
time-consuming than running the
traditional large groups, but the
payoff isworth it, he feels. “The
training seems so much deeper for
these people,” he says. “We can
get ared feeling that they know
what they’ re doing—plus they’ve
made connections with other people,
other stewards in the branch, who
can act as additional resources.”
After such training, Larsen feels that
stewards seem more self-reliant and
branch officers need not spend as
much time visiting stations and
answering specific questions from
stewards.

.

Don't let yourself
go off in the
lecture mode.

4”—

Learn to shut up

Whatever the approach, branch
leaders need to remember another
principle of basic adult education: Let
the trainees participate actively.
“Whatever you're doing, it'stoo easy
to let yourself go off into the lecture
mode,” says Denver, Colorado
Branch 47 president Gene Lefet. “The
tipoff iswhen you look out at the
stewards and see alot of glazed-over
eyes. You've got to learn when to
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shut up and let the stewards talk
back.”

Several NALC local leadersinten-
tionally incorporate teaching methods
that demand participation. Albany’s
John Walsh, for example, always
includes at least one opportunity for
stewardsto role play an actua griev-
ance. “You learn what keeps people
interested,” he says. “ Getting stew-
ardsto act something out may be a
better way of helping them remember
key points.” Walsh has been so
impressed with the success of role
playing and other participative tech-
niques in steward training that heis
planning a series of mock arbitrations
for upcoming steward training ses-
sionsto be given at New York's
Tinley District meeting, which will
include stewards from Albany and
Schnectady.

“Getting people to take partsin an
arbitration is great for those people
who want to be advocates,” notes Bill

.

Acting something
out underlines
Kkey points.

+

Cook, president of Schnectady
Branch 358 who helps Wal sh with the
training. “But we think the benefits
are going to spread to all the stewards
who watch. For one thing, they’ll see
just how important it isto build a
good case at Step 1 of the grievance
procedure.” Walsh and Cook plan to
use actual cases from their branches
to illustrate the need for thorough
investigation and other essential stew-
ard skills.

discovered.

Training stewardsin small groups of six or
benefits, including giving stewar dsthe chanceto lear n from each other,
asLenny Larsen (l.), president of Minneapolis, Minnesota Branch 9,

il =
seven provides additional

Right down their alley

Using examples that come straight
from the branch is another valuable
technique to grab stewards’ attention
and enhance their learning. Many
branch leaders will take cases from
the branch files—white out the names
of al participants, copy and distribute
the documents and then ask stewards
how they would proceed with the
case. “Sometimes we'll hold back the
outcome so people can decide just
exactly what to do, where the case
may need to be stronger, who they’d
talk to, that kind of thing,” says
Lenny Larsen of Minneapolis Branch
0.

One obvious value in using actual
grievances isthat branch leaders can
target ongoing problems that may be
particular headaches for stewardsin
the branch. “Right now, for example,
we're looking at management disci-

pline of carriers on the street,” says
John Walsh of Albany Branch 29.
“We want our stewards to know what
kind of disciplineis coming down,
and just exactly how to investigate
those charges to get the best possible
outcome for carriers.” Because Walsh
and other branch leaders are in touch
with day-to-day events, they can
make steward training immediately
relevant to the kinds of situations
stewards are facing at that point in
time.

“Wetry to be ahead of the curveif
we can,” says Schnectady’s Bill
Cook. “If we can get a sense of what
direction management is moving,
we'll put together steward training
right away that can help our people
respond and even anticipate manage-
ment’s actions.”

Obviously, updates on current
problems and predictions of manage-
ment behavior can aso be part of
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more traditional educational
approaches, such as talks at branch
meetings. “We bring our stewards
together every month before the regu-
lar branch meeting,” notes Denver
president Gene Lefet. “ And one of
the biggest focuses is updates on
what's happening. Then when we go
into the branch meeting, we can share
all that information with members as
well, and know that when everyone
goes back to their stations, the stew-
ards will be able to answer questions
and give good advice.”

Experience counts

Most branch leaders who undertake
any kind of steward training know
that their most valuable asset is not
any kind of manual or even the
National Agreement, but the brains
and know-how of veteran stewards
who have been there, done that. “We
seeit asimportant to have amix of
people in each training session,” says
Minneapolis Branch 9 president
Lenny Larsen. Some people might
think that veterans would be bored by

sessions in which newcomers hear
such basic information as how to fill
out grievance worksheets, but in fact
the more experienced stewards enjoy
being a part of the process, Larsen
has noted.

“Sure, people get a double dose
of the same stuff,” he says, “but
when you’ ve got seasoned people
in there, you can get some great
stories that really drive home the
points you're trying to make.” For
example, if theissueis how many
people to interview when investigat-
ing agrievance, an experienced
steward may share a story of how
he never talked to the one person
whose observations provided awhole
different interpretation to the circum-
stances |eading to the grievance.
“You've got aconflict of stories
between the grievant and the manag-
er, and you miss talking to the one
carrier who overheard the whole
thing, so you lose the grievance,”
Larsen notes. “ Stories like that stick
with people alot longer than a state-
ment like, "Be sureto interview all
witnesses.””

Resources for stewards

NALC stewards should be familiar
with avariety of sources that can help
them perform their jobs more effi-
ciently. The National Agreement and
the Employee and Labor Relations
Manual arerequired reading. In
addition, severa other NALC
publications provide basic information
aswell as advice about ways to handle
the steward’s job. These include:

Steward’s Guide. An introduction
to the job of union representative,
including a compl ete description of the
grievance procedure, advice on griev-
ance handling and brief summaries of
the laws affecting letter carriers.

Grievance Kit, Form 1, Grievance
Worksheet, isfor union use only,
to befilled out by the steward before
filing agrievance at Step 1. Form 2,
Standard Grievance Form, must be
filled out when appealing a grievance
to Step 2.

How to Get “Yes’ for an
Answer . This booklet offers
ways to get nonmembersto join
the union.

These publications are free and
can be requested from NALC Supply
Department, 100 IndianaAve., N.W.,
Washington, D.C. 20001. Phone: 202-

Nothing fancy

It's particularly valuable to
recogni ze the contributions of
veteran stewards because such
experienceis aresource shared by
almost every NALC branch. “You
don’t need to have afancy program
with booklets and tests and al that,”
notes Albany’s John Walsh. “Sure, it's
great if the branch has the resources
toinvest in aformal training pro-
gram. But stewards really learn best

B

Any branch
activity can he
a trainingy
opportunity.

4”7

from each other.” Any branch activity
that brings stewards together can be a
training opportunity, such NALC
|eaders emphasize.

“Give stewards a few minutes at
the beginning or the end of branch
meetings to socialize,” suggests
Denver’'s Gene Lefet. “If there'sa
group of folks around the coffeepot,
ask what they think of some situation
that’s happening in the branch right
then.” All these moments can be
effective steward training, say Lefet
and other NALC branch leaders.

“The most important thing is get-
ting people talking to each other,”
says Minneapolis Branch 9 president
Lenny Larsen. “We should never for-
get that we're a union and we depend
on sharing our knowledge and our
strength.” [l

393-4695.
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letter carrier? Certainly postal

managers wish such a being exist-
ed—a perfect performer who always
worked at the same pace—which isto
say, as fast as possible. However,
NALC stewards know that letter car-
riers are individuals and have the
right, as protected by the National
Agreement, to work their routes at a
speed that reflects their individual
best effort.

For example, Postal Service man-
agement is constantly attempting to
impose a standard for casing mail,
telling letter carriersthat they should
be casing at a certain speed whatever
the circumstances. However, NALC
representatives know that managers
are prohibited from disciplining carri-
ersfor failure to reach some arbitrary
casing standard. Rather, the appropri-
ate time for casing mail is set by each
carrier working at the speed at which
they are most efficient.

Another bone of contention
between management and carriersis
the speed at which acarrier deliversa
route. In arecent regional-level arbi-
tration (C-17434), the Postal Service
attempted to argue that letter carriers
should be disciplined for driving too
slowly, presenting the argument that
there was, in fact, a standard for the
appropriate speed on mounted routes.
In hisruling, the arbitrator upheld the
principle that, just as with casing the
mail, there is no standard for speed in
delivering the mail. Carriers work at
their own speed, to the best of their
ability.

The facts

Beginning in late 1995, postal
management began issuing letters of
warning to aletter carrier for “unsat-

I sthere such athing asthe “ideal”

YOUR
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The case of the 'slow’ letter carrier

isfactory performance.” The carrier in
guestion had been in the Postal
Service for 23 years and was a union
officer. A supervisor who had recently
come to the station determined that
this carrier took too much time to
deliver his route. The supervisor
claimed to have analyzed the route
and determined that the carrier’s rate
of delivery, about 80 per hour, was
much too slow. With the postmaster’s
consent, the supervisor decided to
correct this alleged problem by issu-
ing progressive discipline.

The union grieved the first | etter of
warning and the grievance was sus-
tained in expedited arbitration.
However, before that arbitration deci-
sion had been determined, the super-
visor decided that the grievant had
not responded positively to the first
letter, so the supervisor issued a sec-
ond letter of warning in February
1996 for unsatisfactory performance.
That letter was also grieved, and
while it was proceeding through the
grievance procedure, the supervisor
decided to take additional stepsto
improve the grievant’s performance.

The supervisor observed other car-
riers delivering the grievant’s
assigned route in less time than the
grievant, making about 100 deliveries
per hour. The supervisor then

observed the grievant delivering the
same route and decided that the griev-
ant was wasting time improperly ser-
vicing the mailboxes and was also
driving too slowly between mailbox-
es. For these reasons the supervisor
issued a 7-day suspension in July
1996.

The union grieved the 7-day sus-
pension, but before that case reached
arbitration the supervisor in October
1996 issued a 14-day suspension to
the carrier for the same reasons. In
the meantime, the arbitration on the
second letter of warning was held and
the arbitrator upheld management’s
action.

Therefore at the time the current
case of the 14-day suspension
reached arbitration, the record
showed that of the three previous dis-
ciplines that had been issued, one had
been reversed in arbitration, one had
been upheld and the most recent—the
7-day suspension—was awaiting
arbitration.

All these actions were based on the
supervisor’s perception that, as he
stated in the October letter announc-
ing the 14-day suspension, “[the
grievant] drove [his] delivery vehicle
at avery slow rate of speed in
between deliveries, most times not
traveling over 2-3 miles per hour,
with the vast majority of the time not
traveling over 5 MPH....Other
employees have been observed deliv-
ering routes, including [the griev-
ant’s], at amore normal rate of speed
without in any way jeopardizing safe-
ty and/or efficiency....[further, the
grievant] gave no valid explanation
for hisaction. The grievant also gave
no reason as to why he had not cor-
rected his behavior even after all [the
supervisor's] previous attempts at
correction. Furthermore, the grievant
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continued to demonstrate total disre-
gard for the supervisor’s authority as
isevidenced by his steadfast insis-
tence on continuing to drive at an
abnormally slow rate of speed.”

The union grieved the 14-day sus-
pension and the grievance proceeded
to arbitration. As part of the arbitra-
tion hearing, the arbitrator accompa-
nied the grievant as he drove his route
and observed his rate of speed.

USPS arguments

The Postal Service advocate
framed the central issue asthe griev-
ant deliberately refusing to perform
as instructed by the supervisor. The
supervisor testified about the slow
speed of the grievant’s deliveries, and
a so that previous instructions from
the supervisor and all previous disci-
plinary actions based on the griev-
ant’s poor performance were intended
to improve the grievant’s delivery
speed.

The Postal Service argued that
because other letter carriers could and
did deliver the grievant’s route more
quickly, the grievant should speed up
hisrate of delivery. However, the
grievant continued to “demonstrate
the same deficiencies’ despite all
attempts by the supervisor to force
the grievant to speed up.

Management defended the supervi-
sor’s actions in issuing further disci-
pline before receiving the results of
earlier disciplinary actions. Since the
merits of each discipline should stand
on itsown, the fact that an earlier
discipline had not yet been ruled
valid or invalid should have no bear-
ing on the disposition of the case at
hand. Asthe supervisor saw it, the
fact that the grievant continued the
behavior that had generated the earli-
er disciplinary actions proved that the
grievant had “total disregard for
[management’s] authority.”
Therefore, the Postal Service advo-

cate argued, additional and more
severe discipline was completely war-
ranted.

NALC arguments

The main argument presented by
the union advocate was that there was
no proof of “unsatisfactory perfor-
mance.” In submitting its disciplinary
reguest to USPS District Relations,

—

There is no
‘'street standard’
to he met hy all
carpriers.

4”7

the supervisor did not state any spe-
cific rule, regulation, policy and/or
order that was violated. Rather, the
supervisor stated that the grievant
was driving too slowly in delivering
the mail, had been told he was driving
too slowly and continued the same
practice even after that instruction.

The NALC advocate pointed out
that nowhere in the contract or manu-
a s governing the terms and condi-
tions of letter carrier work isthere
any reference to a“ street standard”
that must be met by all carriers.
Further, no supervisor is authorized to
set such standards.

In this case, the supervisor cited
the performance of another carrier, a
PTF, who delivered the route in less
time than the grievant. However, a
regional arbitration decision by
Arbitrator Levak (C-5952) stated that

comparisons of performance between
individual carriers cannot be used as
the basis for discipline. Rather, each
carrier must be individually evaluated
and office and street times for each
route should be set according to the
performance of the carrier on a spe-
cific route.

The union also protested the action
of management in continuing to
impose discipline before knowing the
results of arbitration of previousdis-
cipline. If an earlier disciplineis
thrown out by an arbitrator, as hap-
pened with the
first letter of warning issued to this
grievant, than any record of that dis-
ciplinary action should be struck from
the grievant’s record.

In continuing to pile discipline
upon discipline without waiting for
the results of each arbitration, postal
management clearly indicated that it
was not interested in the basic princi-
ples of progressive discipline, the
union advocate stated. Rather, the
intent of these rapid-fire disciplinary
actions was to harass and embarrass a
veteran carrier who also happens to
be a union activist. The current griev-
ance should be sustained.

The arbitrator rules

In addressing the merits of the
case, the arbitrator came immediately
to the core issue, that there is no stan-
dard speed established for driving
between mail boxes to make deliver-
ies. The arbitrator stated, “ Since there
is no standard, the Service can't rea-
sonably show one was violated,
unless unbiased, objective evidence
clearly shows obvious malingering
(by acamcorder, for example).” The
supervisor, whom the arbitrator char-
acterized as “hard driving,” was
clearly not an impartial observer.
Further, the arbitrator stated, “Every
carrier is not required to drive as fast
asthe fastest driver.”
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Test yourself on stewards’ rights

complex and can seem over-

whelming at times, especialy for
people who have recently taken on
that responsibility. As part of a con-
tinuing series of articles aimed at
helping new stewards, the Activist
introduces the first of several self-
tests for stewards, taken from
NALC'straining program for stew-
ards developed by the Education
Department.

Givethistest atry to see how

much you know about the rights of

Thejob of an NALC steward is

stewards as they appear in the
National Agreement. Even veteran
stewards might want to refresh their
memories of these basic principles.
Answers and explanations appear on

page 12.

1. A steward has the right to investi-
gate which of the following on the
clock?

a. Grievances affecting the wages,
hours and working conditions of let-
ter carriers;

b. Problems affecting the wages,

hours and working conditions of let-
ter carriers, even though a grievance
has not been filed.

2. When must a steward obtain man-
agement’s permission to investigate
or process a grievance on the clock?

a Always;

b. Only when reasonably neces-
sary;

c. Never.

3. In handling problems or grievances
on the clock, stewards may:
continued on page 12

The arhitrator rejected the union’s
argument that because management
had imposed the 14-day suspension
wihout knowing the results of
arbitration of previous discipline,
the suspension was improper. As the
arbitrator saw it, the purpose of disci-
pline at whatever level isto put
employees on notice of what manage-
ment expects and will act against with
more severe discipline if repeated.
Therefore, in the arbitrator’s opinion,
management need not wait for each
discipline to be resolved before issu-
ing another discipline for the same
behavior.

The bigger issue for the arbitrator,
however, was whether the grievant
clearly understood why he was being
disciplined in the first place. Effective
progressive discipline requires that
the person being disciplined be aware
of the exact nature of the rule, regula-
tion, policy or order that is being vio-
lated. The supervisor was unable to
cite such arule, but rather relied on a
subjective judgment of the grievant’s
performance as “ unsatisfactory.”

For thisreason, the arbitrator sus-
tained the grievance and instructed
management to make the grievant
whole for any money and benefits
lost as aresult of the 14-day
suspension.

Note to stewards

In the final analysis, this case
demonstrates a basic principle of
approaching grievances involving
discipline. The behavior cited by
management in issuing the discipline
must be aviolation of arule, regula-
tion, policy or order. A charge of
“poor performance” cannot stand by
itself; rather, management must be
able to prove that the grievant was
guilty of deliberate misconduct. The
standards set in arbitration for such
proof include the testimony of reli-
able witnesses or a preponderance of
evidence.

In this case, management had only
one witness—the supervisor who
issued the discipline. This person
could not cite a specific rule or proce-

dure that the grievant had violated. As
part of the arbitration hearing, the
parties recreated the circumstances
leading to the issuing of the disci-
pline. In that reenactment, the arbitra-
tor was unable to find any evidence
that the grievant had behaved as the
supervisor claimed. And in any event,
acharge of “driving too dowly” is
not a basis for discipline unless man-
agement has objective proof of delib-
erate malingering, as the arbitrator
pointed out.

Postal management constantly
pressures | etter carriers to speed
up, whether in the office or on the
street. This caseillustrates that
management cannot simply claim
acarrier isnot performing at an
appropriate speed. Thereis no stan-
dard for appropriate street time.
Rather, each carrier hastheright to
set his or her own speed based on
their individual abilities and capaci-
ties. Knowing thisright, stewards
should be alert to protect carriers
from arbitrary management demands
to speed up.
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a. Interview the grievant;

b. Interview witnesses, including
postal customers;

C. Interview supervisors;

d. Interview postal inspectors,

e. Review management documents;

f. Discuss grievances at Step 1 or
Step 2 meetings,

g. Write grievances.

4. If management unreasonably
denies a steward’s request for time on
the clock to process a grievance, the
steward should:

a. Refuse to process the grievance
and demand an extension of thetime
limit for filing or appealing it;

b. Process the grievance during the
non-working times, file agrievance

protesting the denid as unreasonable
and request pay for the time spent pro-
ng the grievance off the clock.

5. Which of the following are true?

a. When management delays an
employee's request for a steward,
management should state the reasons
for the delay and also state when the
time should be available.

b. Employees are normally entitled to
reasonable time to consult with a stew-
ard. Reasonable time cannot be set ac-
cording to some predetermined factor.

¢. Management may not delay giv-
ing an employee and steward time to
meet based solely on the fact that the
employee or the steward isin an
overtime status.

6. A steward isentitled to review
and obtain copies of management
records:

a. Pertinent to the processing of a
grievance,

b. Necessary to determineif a
grievance exists,

c. That affect letter carriers,
whether or not there is a problem or
grievance related to them.

7. The steward has the right to obtain
which of the following in investigat-
ing aproblem or grievance:

a. Overtime records;

b. Route inspection forms;

c. Records of an employee’s previ-
ousdiscipline;

d. Employee medical records. Il

Answers to
stewards’ test

ere are the answersto the self-test
H on stewards' rights that begins on
page 11.

1. aand b. The steward has the right
to investigate on the clock both griev-
ances and problems that could become
grievances.

The steward’s right to investigation
isvery broad. Article 15, Section 1 of
the National Agreement definesa
grievance as“adispute, difference, dis-
agreement or complaint between the
parties related to wages, hours and
conditions of employment.” This defi-
nition includes awide variety of work-
related problems affecting letter carri-
ers. And stewards have theright to
paid timeto investigate them, even
when agrievance has not yet been
filed, and even when the steward does
not yet know very much about the
problem. That's the whole point of the
right to investigate.

2. a. Article 17, Section 3 of the
National Agreement provides that

stewards must request permission from
theimmediate supervisor to leave the
work area, and from other supervisors
to enter their work aress, for the pur-
pose of investigating and adjusting
grievances, or investigating problems
that may become grievances.

3. All answersare correct.

4. b. The union must always be care-
ful to abide by the time limitsfor filing
or appealing a grievance. Although
management was wrong in this situa-
tion, the steward must continue to
process the grievance and challenge
management’s violation of steward
rights through a separate grievance.

5. All aretrue. The NALC and the
Postal Service have agreed to these
principlesin various Step 4 settle-
ments.

6.aand b. Article 31, Section 2
gives stewards the right to information
relevant to grievances or problems that
may become grievances. So the stew-
ard hasthe right to obtain management
information that is relevant to problems
related to the wages, hours and work-
ing conditions of letter carriers, even
when agrievance has not been filed.
However, this does not mean that the

union may conduct a“fishing expedi-
tion” by requesting information for any
reason or No reason.

7. All of these. The steward may ob-
tain any of these types of records when
they are relevant to agrievance or a
problem that may become a grievance.

The Privacy Act does not apply in
this situation. The Privacy Act pro-
hibits the Postal Service from releasing
certain records relating to individual
employees. However, collective bar-
gaining and grievance-handling are
recognized as exceptions under the
Privacy Act.

Because much of thisinformationis
confidential, stewards have the
responsibility to keep thisinformation
confidential. Confidential information
should be made available only to those
union and management people who
have an officia heed to seeit.
Obvioudly, union representatives han-
dling a case must know all theinforma:
tion relevant to it. But they should not
gossip to others about confidential mat-
ters. You wouldn’t want your doctor or
lawyer to gossip about your problems.
The members you represent expect the
same of you. [l
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AFL-CIO

Eight stepsto ‘Union City’; Vol.
12, #3; Su 1997, p. 13

NALC part of changing labor
movement...building union
cities (photo); Vol. 12, #3; Su
1997, pp. 1, 10-12

NALC part of changing labor
movement...involving members
(illus); Vol. 12, #3; Su 1997, pp.
1-4

ARTICLES (National Agreement
Provisions)
12
Excessing and carriers’ rights
(illus); Vol. 12, #4; F 1997,
pp.1, 7-12
Know your contract: Excessing
within an installation; Vol.
12, #4; F 1997, p. 14
The case of the disappearing
jobs; Vol. 12, #4; F 1997, pp.
13-15
13
A case of wrongful assignment;
Vol. 12, #3; Su 1997, pp. 5-8
Know your contract [limited
duty assignments]; Vol. 12,
#3; Su 1997, p. 7
154
A case of double jeopardy; Vol.
12, #1; W 1997, pp. 5-7

BRANCH LEADERSHIP

El skills aid branches (illus); Vol.
12, #2; Sp 1997, p. 1-4

For more information [time man-
agement books]; Vol. 12, #4; F
1997, p. 4

NALC part of changing labor
movement...involving members
(illus); Vol. 12, #3; Su 1997,
pp. 1-4

One-minute skills for branch lead-
ers(illus); Vol. 12, #3; Su 1997,
pp. 14-15

1997 NALG Activist Index

Running effective branch meetings
(photo); Vol. 12, #2; Sp 1997,
pp. 7-9

Time management strategies that
work; Vol. 12, #4; F 1997, pp.
1-4

Toolsto use in times of stress—A
roundtable; Vol. 12, #1; W
1997, pp. 1, 11-12

BRANCHES
see also INTERNAL
ORGANIZING

ACTIVITIES
El skills aid branches (illus);
Vol. 12, #2; Sp 1997, pp. 1-4
COMMUNICATIONS
El skills aid branches (illus);
Vol. 12, #2; Sp 1997, pp. 1-4

MEETINGS
El skills aid branches (illus);
Vol. 12, #2; Sp 1997, pp. 1-4
Running effective branch meet-
ings (photo); Vol. 12, #2; Sp
1997, pp. 7-9

COMPENSATION
see SALARY & WAGES
WORKERS
COMPENSATION

CONTRACT PROVISIONS
see ARTICLES (National
Agreement Provisions) or spe-
cific provisions; e.g.
MAXIMIZATION LOCAL
MEMORANDUMS

DELIVERY POINT
SEQUENCING (DPS)
The case of the unchanged route;
Vol. 12, #4; F 1997, pp. 5-6

DISCIPLINE
DOUBLE JEOPARDY

A case of double jeopardy;
Vol. 12, #1; W 1997, pp. 5-7

ECONOMICS

Economic education: Get know!-
edge, use power (illus, chart);
Vol. 12, #1; W 1997, pp. 1-4

USPS By the Numbers (chart;
illus) [Accounting Period 9—
USPS Operations &
Employment/ Wages]; Vol. 12,
#3; Su 1997, p. 3

USPS By the Numbers (chart)
[Estimates for Accounting
Period 13—USPS Operations &
Employment / Wages|; Vol. 12,
#4, F 1997, p. 3

EMPLOYEE INVOLVEMENT
(EI)
El skills aid branches (illus); Vol.
12, #2; Sp 1997, pp. 1-4

EMPLOYEE & LABOR
RELATIONS MANUAL
(ELM)
A case of wrongful assignment
[limited duty assignment]; Vol.
12, #3; Su 1997, pp. 5-8
Getting a handle on sick leave;
Vol. 12, #1; W 1997, p. 10
Know your contract [limited duty
assignments]; Vol. 12, #3; Su
1997, p. 7
Sick leave for dependent care
(illus); Vol. 12, #1; W 1997, pp.
7-10

EXCESSING

Excessing and carriers’ rights
(illus); Val. 12, #4; F 1997,
pp.1, 7-12

Know your contract: Excessing
within an installation; Vol. 12,
#4; F 1997, p. 14

The case of the disappearing jobs;
Vol. 12, #4; F 1997, pp. 13-15
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FAMILY & MEDICAL LEAVE

Getting ahandle on sick leave;
Vol. 12, #1; W 1997, p. 10

Sick leave for dependent care
(illus); Vol. 12, #1; W 1997, pp.
7-10

What is a serious health condi-
tion?; Vol. 12, #1; W 1997, p. 9

GRIEVANCES
INVESTIGATION
Investigating a grievance; Vol.
12, #2; Sp 1997, pp. 12-13
Steward’s tools; Power of inves-
tigation; Vol. 12, #2; Sp
1997, pp. 9-11

INJURIES (On the Job)
see WORKERS
COMPENSATION

INTERNAL ORGANIZING

El skillsaid branches (illus); Vol.
12, #2; Sp 1997, p. 1-4

NALC part of changing labor
movement...building union
cities (photo); Vol. 12, #3; Su
1997, pp. 1, 10-12

NALC part of changing labor
movement...involving members
(illus); Vol. 12, #3; Su 1997, pp.
14

Steward builds solidarity in station
(photo); Vol. 12, #2; Sp 1997,
pp. 14-15

LABOR MOVEMENT

Eight stepsto ‘Union City’; Vol.
12, #3; Su 1997, p. 13

NALC part of changing |abor
movement...building union
cities (photo); Vol. 12, #3; Su
1997, pp. 1, 10-12

NALC part of changing |abor
movement...involving members
(illus); Vol. 12, #3; Su 1997, pp.
1-4

New tools for union leaders
(photo); Vol. 12, #4; F 1997, p.
7

LABOR/MANAGEMENT
RELATIONS
see also EMPLOYEE
INVOLVEMENT (El)

LEAVE
see FAMILY & MEDICAL LEAVE
SICK LEAVE

LIMITED DUTY
A case of wrongful assignment
[limited duty assignments]; Vol.
12, #3; Su 1997, pp. 5-8
Know your contract [limited duty
assignments]; Vol. 12, #3; Su
1997, p. 7

MEETINGS
see also BRANCHES —
MEETINGS
Running effective branch
meetings (photo); Vol. 12,
#2; Sp 1997, pp. 7-9

NATIONAL AGREEMENT
see ARTICLES (National
Agreement Provisions) or spe-
cific provisions; e.g.. MAXI-
MIZATION EMPLOYEE &
LABOR RELATIONS MAN-
UAL (ELM)

OFFICE SKILLS
seealso TIME MANAGEMENT

ORGANIZING (Membership)
seealso INTERNAL
ORGANIZING
Persistence paysin sign-
ing long-term nonmem-
bers (illus); Vol. 12, #2;
Sp 1997, pp. 1, 4-6

owcCP
see WORKERS
COMPENSATION

POSTAL SERVICE
USPS By the Numbers (chart;
illus) [Accounting Period 9—
USPS Operations &

Employment/Wages]; Vol. 12,
#3; SU1997,p. 3

USPS By the Numbers (chart)
[Estimates for Accounting
Period 13—USPS Operations &
Employment/ Wages]; Vol. 12,
#4, F 1997, p. 3

RESOURCES & TIPS
BRANCH LEADERSHIP
El skillsaid branches (illus);
Vol. 12, #2; Sp 1997, pp. 1-4
For more information [time
management books]; Vol. 12,
#4, F1997,p. 4
NALC part of changing labor
movement...involving mem-
bers (illus); Vol. 12, #3; Su
1997, pp. 1-4
New tools for union leaders
(photo); Vol. 12, #4; F 1997,
p.7
One-minute skills for branch
leaders (illus); Vol. 12, #3; Su
1997, pp. 14-15
Running effective branch meet-
ings (photo); Vol. 12, #2; Sp
1997, pp. 7-9
Time management strategies
that work; Vol. 12, #4; F
1997, pp. 1-4
CONTRACT ISSUES
Getting a handle on sick leave;
Vol. 12, #1; W 1997, p. 10
Sick leave for dependent care
(illus); Vol. 12, #1; W 1997,
pp. 7-10
Whét is a serious health condi-
tion?; Vol. 12, #1; W 1997, p.
9
EDUCATION
1996 NALC Activist Index; Vol.
12, #1; W 1997, pp. 13-15
Economic education: Get
knowledge, use power (illus,
chart); Vol. 12, #1; W 1997,
pp. 1-4
LABOR MOVEMENT
Eight stepsto ‘Union City’; Vol.
12, #3; Su 1997, p. 13
New tools for union leaders
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(photo); Vol. 12, #4; F 1997,
p.7

ORGANIZING

Persistence paysin signing

long-term nonmembers
(illus); Vol. 12, #2; Sp 1997,
pp. 1, 4-6

SAFETY, HEALTH & OWCP
Getting a handle on sick
leave; Vol. 12, #1; W 1997, p.
10
Sick leave for dependent care
(illus); Vol. 12, #1; W 1997,
pp. 7-10
Using OWCP resources: The
‘O0s version; Vol. 12, #3; Su
1997, pp. 9-10
What is a serious health
condition?; Vol. 12, #1; W
1997,p.9

ROUTE EXAMINATIONS &
ADJUSTMENTS
REGULAR
The case of the unchanged
route; Vol. 12, #4; F 1997,
pp. 5-6

SAFETY & HEALTH
see also FAMILY & MEDICAL
LEAVE
SICK LEAVE
WORKERS
COMPENSATION (OWCP)
What is a serious health
condition?; Vol. 12, #1; W
1997, p. 9

SALARY & WAGES

USPS By the Numbers (chart;
illus) [Accounting Period 9—
USPS Operations &
Employment /Wages]; Vol. 12,
#3; Su 1997, p. 3

USPS By the Numbers (chart)
[Estimates for Accounting
Period 13—USPS Operations &
Employment /Wages]; Vol. 12,
#4, F 1997, p. 3

SICK LEAVE
Getting ahandle on sick leave;
Vol. 12, #1; W 1997, p. 10
Sick leave for dependent care;
Vol. 12, #1; W 1997,
pp. 7-10

STEWARDS
seealso GRIEVANCES

INVESTIGATIONS
Investigating a grievance;
Vol. 12, #2; Sp 1997, pp. 12-
13
Steward’s tools; Power of inves-
tigation; Vol. 12, #2; Sp
1997, pp. 9-11
TRAINING
New tools for union leaders
(photo); Vol. 12, #4; F 1997,
p.7
UNION BUILDING
Steward builds solidarity in sta-
tion (photo); Vol. 12, #2; Sp
1997, pp. 14-15

STRESS (Emotional)
Toolsto use in times of stress—A
roundtable; Vol. 12, #1; W
1997, pp. 1, 11-12

TIME MANAGEMENT
For more information [time man-
agement books]; Vol. 12, #4; F
1997, p. 4
Time management strategies that
work; Vol. 12, #4; F 1997, pp.
1-4

WAGES
see SALARY & WAGES

WITHHOLDING
Excessing and carriers’ rights
(illus); Vol. 12, #4; F 1997,
pp.1, 7-12

WORKERS COMPENSATION
Using OWCP resources. The *90s
version; Vol. 12, #3; Su 1997,
pp. 9-10

NOTICE

NALC branch leaders and stewards
who wish to have a complete index
of the NALC Activist may obtain
one by writing the NALC
Information Center, 100 Indiana
Avenue, N.W. Washington, D.C.
20001 The Cumulative Activist
Index covers VVolumes 1-12, 1986-
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Regional Training Seminars

and educational seminars sched-

I isted below are regional training
led to begin before May 1, 1998.

For more information, contact your
national business agent.

Atlanta Region (Florida,
Georgia, North Carolina and South
Carolina)

February 7-8, Georgia State Asso-
ciation training seminar, Savannah
Hyatt Regency, Savannah, GA.

February 28-March 1, South
Carolina State Association training
seminar, Columbia, SC.

March 27-28, North Carolina State
Association training seminar, Atlantic
Beach Sheraton, Atlantic Beach, NC.

National Business Agent Matthew
Rose, (954) 964-2116.

Dallas Region (New Mexico,
Texas)

February 14-16, regional spring
workshop, Brownsville, TX.

National Business Agent Gary
Mullins, (972) 594-6252.

Philadelphia Region
(Pennsylvania and southern New
Jersey)

February 22-24, regional rap
session, Trump Plaza, Atlantic City,
NJ.

National Business Agent James
Dolan, (215) 824-4826.

St. Louis Region (lowa, Kansas,
Missouri and Nebraska)

February 20-22, regional rap ses-
sion, Embassy Suites Hotel, St.
Louis, MO.

April 17-19, Nebraska State
Association convention and training
seminar, Norfolk, NE.

National Business Agent Joe
Miller, (314) 872-0227.
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